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City of Nia8ara falls, New York
 
PO Box 69, Niasara ralls, NY 1430'2-0069 
OFFICE OF THE MAYOR
 
Telephone (716) 286-4310
 
March 3, 2008
 
The City Council 
Niagara Falls, New York 
a '"-,.t/ 12/11 (J1 
REo' Approval of 2005-2008 Collective Bargaining Agreement bern'een the United 
Steelworkers Local 9434-02 and the City ofNiagara Falls 
Council Members: 
Enclosed please find the proposed Memorandum of Agreement between the United 
Steelworkers ofAmerica Local 9434-02 and the City ofNiagara Falls 
Will the Council so approve? 
Respectfully submitted, 
'-P3-a .0'lJP--J 
PAUL A. DYSTER 
Mayor 
jt 
·RECEIVED 
JUL 24 2008 
NYSPUBUCEMPLOYMENT 
RELATIONS BOARD 
lof
 
!# 
.I,'" _ 
Fournier ,/ Robins }/.·w~~~~)/· FruscioneAnderson 
-_. _._ _ •.. --'-- -­

MEMORA1~DUM OF AGREEMENT
 
between
 
CITY OF ~LAGARA FALLS, NE'W YORK
 
and
 
UNITED STEELWORKERS, LOCAL 9434-02
 
1. Term (Section 17.1): Four (4) year contract: 01/01/05 through 12/31/08. 
2. Wages (Subsection 6.1.1): 2005 - 0%, 2006 - 3%,2007 - 3%,2008 - 0%. 
3. Unit Defmition (Section 1.1): Delete existing language and add the following: 
"The Unit shall consist of all hourly employees of the City of Niagara Falls in the non­
competitive class ofthe Classified Civil Service including the following job classifications: Cleaner, 
Porter, Senior Building Attendant, Climber L II, IIL Motor Equipment Operator L IL IIL Parking 
Meter Maintenance Worker, Maintenance Worker L IL III, Traffic Control Maintenance Helper, 
Automotive Mechanic's Helper, Building Attendant, Lineman's Helper, Lineman Electrical 
Maintenance Worker Boiler Maintenance Worker, Crew Leader, Welder I, Guard, and Full-Time 
Pages, Landscape Gardens Maintenance Worker, specifically excluding thefollowingjob titles: All 
Foremen, Assistant Foremen, Senior Foremen, Carpenters, Bricklayers, Painters, Electricians, 
Plumbers, Operating Engineers, Oilers, and Skilled Trades Crew Leader. " 
4. Pavroll Deductions (Section 4.12): Add: "The City will provide for bi-weekly direct deposit at 
the financial institutions ofthe employees' choice. " 
5. Over Time Lunch Allowance (Subsection 6.6): This section shall be amended and shall read as 
follows: "The City shall, at its expense, provide a lunch allowance offive dollars ($5.00) for any 
employee covered by the terms ofthis bargaining agreement who is required to work at least two (2) 
hours overtime. Such employee shall be provided an additional lunch at the expense of the City for 
every four (4) hours overtime required to be worked thereafter. " 
6. Call-In-Time (Section 6.5): This section shall be amended to read: "All employees covered by 
this collective bargaining agreement shall be paid three (3) hours at regular time when called into 
work other than hislher normal shift, which time shall be known as "call-in-time". Call-in-time 
shall be paid in addition to actual hours worked, but shall not be computed in the total hours 
workedfor the purposes ofovertime. 
In addition, all employees called into work shall be guaranteed two (2) hours ofwork at time 
and one-half(1-1/2) the regular hourly rate. " 
7. Sick Leave Verification (Subsection 9.3.3): This Section shall be amended to read as follows: 
"An employee covered by the terms ofthis collective bargaining agreement that is entitled to 
sick leave in accordance with the above Subsections (9.3.1 and 9.3.2), shall be paid while absent 
from work due to personal illness/injury. If such illness continues beyond ten (10) consecutive 
working days, or twenty (20) working days within a thirty (30) day period the City may, in its 
discretion, direct the employee to verify their illness/in/LIly with a statement from the employees 
attending physician. 
An employee covered by the terms ofthis collective bargaining a~eement, who is entitled to 
sick leave in accordance with the above subsections, shall be entitled to be absent from work due 
to personal illness/injury with a statement from the employees attending physician. An employee off 
work due to illness/injury for twenty (20) consecutive work days or more, may be required to 
undergo an examination by a City designated physician(s) for determining the necessity for 
continuation ofsick leave. Such examination will be limited to the particular ailment or injury for 
which the employee is claiming sick leave. In the event of difference in opinion between the 
employee's physician(s) and the City's designated physician(s), the matter may be referred to a third 
physician mutually agreed to by both parties. The opinion of this independent physician shall be 
binding. " 
8. Bereavement (§9.7): The language " ...not in excess of four (4) working days ..." shall be 
deleted; it shall be replaced with " ... to a maximum offour (4) working days .,. " 
9. Safety Shoes (Section 11.1): This section shall be amended to read as follows: "The City agrees
 
to provide ANSI 17 approved safety shoes to employees whose work requires protection against foot
 
injuries. Employees who require safety shoes will be limited to one (1) pair per year at a cost to the
 
City not to exceed one hundred ten dollars ($110.00) per pair. "
 
10. Hospitalization - Retiree (Section 10.2): Amend to state: "All employees covered by the terms of 
this agreement and who retire subsequent to January 1, 1979 and have reached the age offifty (50) ... " 
11. Random Drug Testing (New): All employees will submit to random drug testing according to 
the attached procedure. 
12. WaterlWastewater Treatment Plant References: Any specific or inferred reference to the Water 
Treatment Plant, Wastewater Treatment Plant and/or its employees shall be deleted from the contract. 
13. Disciplinary Procedure (Schedule "K"): Amended according to the attached procedure. 
14. Grievance Procedure (Schedule "A"): Amended according to the attached procedure. 
15. Emplovee Evaluations (New): Each employee will be subject to a yearly employee evaluation 
conducted by the department head, department manager or his designee. 
16. Personal Time Accrual (New): Unused personal days may be carried over and converted to sick 
leave days. An employee choosing to carry over personal leave time must notify both the Department of 
Human Resources and their department head prior to December 1st of the previous year. 
17. Shift Differential (Section 6.4.2 and 6.4.3): Amend to increase "B" Shift rate to thirty ($.30) per 
hour and "c" Shift rate to forty ($.40) per hour. 
DISCIPLINARY PROCEDURE
 
BETWEEN THE
 
CITY OF NIAGARA FALLS
 
AND
 
THE UNITED STEELWORKERS, LOCAL 9434-02
 
PURPOSE
 
This procedure is intended as a corrective measure to aid management and employees in 
effectively carrying out their services to the public. It may be chosen as an alternative to 
Section 75 of Civil Service Law, such choice closes the option to the other remedy. With the 
exception of Section 75 proceedings, records of disciplinary notice cannot be used in subsequent 
disciplinary actions, "according to this procedure, if one year has elapsed from the date of said 
Notice of Discipline. (Section 75 hearing option available only for employees who have a 
permanent appointment in the competitive class of the Classified Civil Service, or are honorably 
discharged United States veterans having served in time of war, or are exempt volunteer 
firemen). 
DEFINITIONS 
1. "Employee" shall be defined as any permanent employee of the City ofNiagara 
Falls, New York ("City") 
2. Interrogation shall mean the questioning of an employee who, at the time of such 
questioning, appears to be a likely subject for disciplinary action. 
3. Representation shall mean either any authorized union representative or art 
attorney whose expense shall be borne by the employee. 
4. Temporary reassignment shall mean a change to a new work location performing 
a function comparable to or similar to the job normally filled by the employee. Such transfer 
shall not be made for the purpose of imposing discipline. 
DISCIPLINARY PROCEDURE 
Section 1.00 Application 
1.01 The following disciplinary procedure for incompetency or misconduct shall apply 
to all employees as provided herein as an alternative to, but not excluding, the choice between 
the procedures specified in Civil Service Law Section 75 and 76 or this negotiated procedure at 
the time the Notice of Discipline is answered. This procedure shall apply to persons currently 
subject to Section 75 and 76 of the Civil Service Law and, in addition, shall apply to those 
noncompetitive class employees who have completed at least one year continuous service in the 
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non-competitive class. (Section 75 hearing option available only for employees who have a 
permanent appointment in the competitive class of the Classified Civil Service, or are honorably 
discharged United States veterans having served in time ofwar, or are exempt volunteer 
firemen). 
Section 2.00 Right of Investigation 
Nothing in this agreement shall prevent or limit management's authority to 
investigate an incident which may result in the service of aNotice of Discipline upon an 
employee. Neither shall management be limited with respect to questioning any employee 
concerning events or claims which might lead to disciplinary action, after the employee has been 
informed ofhis rights under this agreement. 
Subsequent to the service of a Notice of Discipline, investigatory activities of 
management involving direct questioning of the employee served shall cease. 
Section 3.00 Employee's Rights 
3.01 An employee shall be entitled to representation at each step ofdisciplinary 
procedure. 
3.02 An employee shall be entitled to representation during an investigation or 
interrogation before any disciplinary action is taken. Reasonable time shall be afforded to obtain 
such representation. If the employee requests representation and fails to obtain a representative 
within a reasonable time, the interrogation may proceed. 
3.03 No employee shall be requested to sign any statements concerning misconduct or 
incompetence or disciplinary action unless the employee is offered the right to representation and 
given a reasonable amount of time to obtain such representation. 
3.04 No recording devices or stenographer shall be used during an interrogation unless 
the employee requests a stenographer at the employee's expense. 
3.05 The employee shall be presumed innocent until proven guilty and the burden of 
proving guilt on all matters shall be on the employer. 
3.06 An employee shall not be coerced, intimidated or caused to suffer any reprisals, 
either directly or indirectly, that may adversely affect his or her hours, wages, or working 
conditions as the result of the exercise ofhis or her rights under this Article. 
3.07 An employee shall not be disciplined for acts which occurred more than one year 
prior to the Notice of Discipline, except those which would constitute a crime. 
Section 4.00 Warning Procedure 
4.01 To aid the employee in becoming aware of the criteria necessary to avoid 
incompetency or misconduct and avoid disciplinary action as contained within the body of this 
article, this system of warning shall be utilized. 
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4.02 In the event that an employee's behavior or actions are such that they could lead 
to a disciplinary problem, the employee should be warned in the following manner before any 
disciplinary action is taken. 
4.03 In the event that an employee of the City is indicted or arrested for a criminal 
offense against the City, or indicted or arrested for a criminal offense or violation while on duty, 
the warning procedure is waived and a Notice of Discipline may be served immediately. 
4.04 First Warning: The fIrst warning shall be oral. It will be given by the appropriate 
supervisor and recorded on the Incident Form provided. The form shall include the name of the 
employee, date and time. The details of the complaint shall not be included but merely the 
general topic. Copies of the form shall be provided for the supervisor, the employee, and the 
Union President. The form shall be as follows: 
FIRST INCIDENT REPORT WARNING 
Name of Employee, _ 
Date _ 
Time
Subject, ~ _ 
Signature of Supervisor 
4.05 Second Warning: This warning shall also be delivered orally by the appropriate 
supervisor. A form for the second warning shall include the name of employee, date, time and 
specific details of the incident. Details not listed on the fIrst warning incident report may be 
provided on the second warning. The subject of the second warning need not be a reoccurrence 
of the incident which precipitated the fIrst warning but may refer to an incident unrelated to the 
fIrst. Copies shall be provided to the supervisor, the employee, the Union President and the 
Department Head. The form shall be as follows: 
SECOND INCIDENT REPORT WARNING 
Employee's Name _ 
Date _ 
Time
- 3 ­
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SUMMARY OF DISCUSSION
 
Signature of Supervisor 
In the event that no improvement of the above situation is forthcoming, 
disciplinary action may follow. 
Section 5.00 Disciplinary Procedure: In the event that the employee has not responded 
positively to the warning system and the appointing authority, or his designee, seeks the 
imposition of a written reprimand, suspension without pay, or dismissal from service, notice of 
such discipline shall be made in writing and served upon the employee. 
Discipline shall be imposed only for incompetency or misconduct. 
5.01 The specific acts for which discipline is being imposed and the penalty proposed 
shall be specified in the Notice. The Notice ofDiscipline shall contain a detailed description of 
the alleged acts and conduct including reference to dates, times and places. If the employee is 
not sufficiently apprised of the acts or conduct for which discipline is being imposed, the 
employee or his or her representative may request the employer to provide more specific 
information before the time of the hearing. 
5.02 The Notice of Discipline shall be as follows: 
CITY OF NIAGARA FALLS, NEW YORK 
NOTICE OF DISCIPLINE 
Dated. Department. _ 
To File # _ 
In accordance with the discipline procedure agreed to by the City of Niagara Falls and the 
United Steelworkers Union, you are hereby informed that the City proposes disciplinary action 
for the following reasons: 
1. Charge. _ 
Specifications: 1. _ 
2.
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2. Charge	 _ 
Specifications: 1.	 _ 
2.	 _ 
The City wishes to impose this penalty:	 _ 
The penalty proposed will take effect:	 _ 
Signed: _ 
Department Head or Designee 
If you wish to dispute the proposed penalty, you may file a disciplinary grievance 
according to the provisions of the discipline procedure or indicate your choice for adjudication 
through Section 75 of the Civil Service Law in writing to the Labor Relations Office with copies 
to the appropriate department head and representative. Once the choice is made, option to the 
other remedy is closed. (Section 75 hearing option available only for employees who have a 
permanent appointment in the competitive class of the Classified Civil Service, or are honorably 
discharged United States veterans having served in time of war, or are exempt volunteer 
firemen). 
This attachment is to be provided with the Notice of Discipline: 
Information about disciplinary procedure for 
employees served with a Notice of Discipline 
(PLEASE READ CAREFULLy): 
1. You have the right to object to the proposed discipline by filing a grievance 
within fifteen (15) days of notice. 
2. The grievance procedure provides for an informal departmental hearing and a 
hearing by an independent arbitrator as its final step. 
3. You are entitled to representation by either your Union or an attorney at every 
step of the proceeding. 
4. Ifa grievance is filed, no penalty can be implemented until the matter is settled or 
the arbitrator renders a determination. 
5.	 The penalty proposed on the Notice of Discipline may be implemented if: 
a)	 You fail to file a grievance within fifteen (15) calendar days of the service 
of the Notice of Discipline. 
b)	 Having filed a grievance, you elect not to pursue it. 
c) The penalty is upheld by the disciplinary arbitrator. 
or (d) A different penalty is detennined by the arbitrator to be appropriate. 
or (e) The matter is settled. 
5.03 One (1) copy of the Notice shall be sent to the Labor Relations Committee, two 
(2) copies of the Notice shall be served upon the employee. Service of the Notice of Discipline 
shall be made by personal service, if possible. If service cannot be effectuated by personal 
service, it shall be made by registered or certified mail, return receipt requested. 
5.04 The President of the appropriate Union and any personal attorney shall be shall be 
served personally or by certified mail, return receipt requested, with a copy of the Notice of 
Discipline. 
5.05 The Notice of Discipline served on an employee shall be accompanied by a 
written statement that: 
(a) The employee has the right to object by filing a grievance within fifteen 
(15) days. 
(b) The grievance procedure provides for a hearing by an independent 
arbitrator as its final step. 
(c) The employee is entitled to representation by either the Union or an 
attorney at every step of the proceeding. 
(d) If a grievance is filed, no penalty can be implemented until the matter is 
settled or the arbitrator renders a detennination. 
(e) The penalty proposed on the Notice of Discipline may be implemented if: 
(1) The employee fails to file a grievance within fifteen (15) calendar 
days of the service of the Notice of Discipline. 
(2) Having filed a grievance, the employee elects n<:t to pursue it. 
(3) The penalty is upheld by the disciplinary arbitrator. 
(4) A different penalty is detennined by the arbitrator to be 
appropriate. 
(5) The matter is settled. 
5.06 Grievances objecting to the proposed discipline shall be filed on the following 
form: 
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GRIEVANCE FORM 
This Grievance is filed in accordance with the Disciplinary Procedure Section 5.00 in 
objection to a Notice of Discipline. 
Date
---------------
Dept. _ 
File No.
-------------­
Reason for objections: _ 
Check if you wish to waive departmental hearing. 
Signature of Employee 
This form must be filed with the immediate supervisor, the appropriate department head 
and the Labor Relations Committee within fifteen (15) days of service of the Notice of 
Discipline. 
5.07 The Grievance form must be filed with the immediate supervisor, the appropriate 
department head and the Labor Relations Committee within ten (10) days of the service of the 
Notice of Discipline. 
5.08 If not settled or otherwise resolved, the Notice of Discipline may be the subject of 
a grievance before the appropriate department head and shall be filed on the form (Section 5.06) 
either in person or by certified or registered mail, return receipt requested by the employee. 
5.09 The filing of such a grievance shall be complete on the date on which it is filed in 
person or the date of the mailing as indicated by the date stamped on the official postal receipt 
provided by the Post Office for Registered or Certified mail. 
5.10 The employee shall be entitled to a meeting at the department level to present his 
or her position to the appropriate department head or his designee within five (5) business days 
of the filing of the grievance. The Labor Relations Committee shall set the time and place and 
inform all concerned. 
5.11 The meeting shall include an informal presentation by the department head or his 
designee and by the employee or his representative of reIevant information concerning the acts or 
conduct specified in the Notice ofDiscipline, a general review of the evidence and defenses that 
will be presented if the matter proceeds to arbitration and a discussion of the proposed penalty. 
The meeting need not involve the identification or presentation ofprospective witnesses, the 
identification of specific description of documents or other formal disclosure of evidence by 
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either party. The employee shall have the right to remain silent at such a meeting, except that 
either the Union representative or the employee's attorney provided at his or her own expense 
shall present a summary ofhis or her answer to the allegations contained in the Notice of 
Discipline. 
5.12 The employee has a right to have either a Union representative or an attorney 
provided at his or her own expense present or to decline such representation. If the employee 
requests representation and the Union or employee fails to provide a representative within a 
reasonable time, the meeting may proceed. Management shall not unreasonably delay the 
hearing. The disciplinary arbitrator appointed pursuant to this procedure shall have the power to 
fInd that delays may have been unreasonable. 
5.13 As a result of the grievance hearing, one of the following four altematives must 
be chosen by the employee (within 15 working days from the date of the hearing). 
(a) Settlement by agreement to submit to the proposed penalty. 
(b) Settlement by agreement to a reduction of or alternative to the proposed 
penalty. 
(c) No response would result in application of the proposed discipline. No 
response can be requested or absence from the hearing will be interpreted as no response. 
(d) Request for arbitration. 
5.14 A summary of the meeting, including the alterna~ive chosen will be prepared by 
the Labor Relations Committee and sent to all present within fIve (5) business days. 
5.15 Unless the grievance is settled, or the employee elects not to pursue it, the Union 
shall request a list of arbitrators within five (5) business days. 
5.16 At any time during the disciplinary procedure after a timely grievance has been 
filed, the employee may elect in writing to the Labor Relations Committee that he or she elects 
not to pursue the grievance. In such event, the proposed penalty may be implemented. 
5.17 The department head, or his designee, at any time before or after the Notice of 
Discipline is served, may review such notice and the proposed penalty and take such action as he 
or she deems appropriate under the circumstances in accordance with this procedure, including 
determining whether a notice should be issued, amendment of the notice no later than the time of 
departmental hearing, withdrawal of the notice, or a reduction of the proposed penalty. 
Section 6.00 Suspension or Reassignment 
6.01 Upon service of the Notice of Discipline, the employee may be suspended without 
payor temporarily reassigned if the City Administrator determines there is probable cause to 
believe that the employee's continued presence on the job represents a potential danger to 
persons or property or would severely interfere with operations. The maximum length of any 
suspension shall be 20 working days. Such determination shall be reviewable by the arbitrator. 
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6.02 Where the employee has been suspended without pay, or temporarily reassigned, 
he or she may, in writing, waive the departmental level meeting at the time of filing the 
grievance on the grievance form. In the event of such a waiver, the employee shall file the 
grievance form within the prescribed limits (5.07 and 5.08 and 5.09). Such case will be referred 
directly to arbitration, within five working days, by the Labor Relations Committee. The proper 
Union official will be notified in writing of any such suspension. 
6.03 Where the appointing authority informs an employee that he or she is being 
temporarily reassigned pursuant to this agreement, the employee shall be notified in writing of 
the location of such temporary reassignment and that the employee may elect in writing to refuse 
such temporary reassignment and be suspended without pay. Such election must be made in 
writing before the commencement of the temporary assignment. An election by the employee to 
be placed on a suspension without pay is final and may not thereafter be withdrawn. Once the 
employee commences the temporary assignment, no election is permitted. 
6.04 This form letter is to be used by the City Administrator to inform the employee of 
suspension. 
CITY OF NIAGARA FALLS 
TO: 
RE: Suspension 
This is to inform you that as of this date ----:-----,-__ after the service of your Notice of 
Discipline, you are hereby suspended for a period of working days, without pay, in 
accordance with Section 6.00 of the disciplinary procedure. 
Dated: 
City Administrator 
Please respond indicating your preference for: 
Departmental hearing __ 
or
 
Waiver ofDepartmental hearing __
 
(directly to arbitration)
 
6.05 This form letter is to be used by the City Administrator to inform employee of 
temporary reassignment. The signed returned response by the employee is necessary. 
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CITY OF NIAGARA FALLS 
TO: 
RE: Temporary Reassignment 
This is to inform you that as of this date after the service ofyour Notice of 
Discipline, you are hereby temporarily reassigned to _ 
You should report to at o'clock on 
_____,20_ 
Your rate of pay will be red circled or frozen. This action is taken as a precaution in that 
your presence on the job during this disciplinary proceeding may interfere with operations. 
-----------------------------------Please respond by returning the attachment. 
Sincerely, 
CityAdministrator 
ATTACHMENT 
Response to temporary reassignment letter: 
I accept the reassignment for duration of the disciplinary proceeding and until a 
conclusion has been reached. 
I do not accept this reassignment but rather elect to be suspended without pay. __ 
This must be sent back to the City Administrator before the effective date of the 
temporary appointment. 
6.06 Temporary reassignments under this section shall not involve a change in the 
employee's rate of pay. 
Section 7.00 Disciplinary Arbitration. 
7.01 The party demanding arbitration shall request a list of seven (7) arbitrators from 
the Federal Mediation and Conciliation Service, the American Arbitration Association or PERB. 
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Each party shall alternately strike names until one is left. If either party feels that the list is not 
acceptable, they have the right to request another list. 
7.02 After selection of an arbitrator, the parties will attempt to schedule the arbitration 
hearing as expeditiously as possible, at a time agreed to by both parties and the arbitrator. 
7.03 Disciplinary arbitrators shall render determination of guilt or innocence and the 
appropriateness of proposed penalties, and shall have the authority to resolve a claimed failure to 
follow the procedural provisions of this article. Disciplinary arbitrators shall neither add to, 
subtract from or modify the provisions of this agreement. The disciplinary arbitrators decision, 
with respect to guilt or innocence, probable cause for suspension or reassignment, and 
appropriate penalty shall be fInal and binding upon the parties. 
7.04 All fees and expenses of the arbitrator, if any, shall be divided equally between 
City and the Union or the employee if not represented by the Union. Each party shall bear the 
cost of preparing and presenting its own case. 
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GRIEV~~CE PROCEDTJRE FOR 
CITY OF NIAGARA FAILS EMPLOYEES 
Section 1 - Declaration ofPolicy 
The purpose of this Grievance Procedure is to provide an orderly process whereby the 
Civil Service employees of the City ofNiagara Falls and/or the Union may equitably and 
expeditiously settle any difference or grievances that may arise in the course of their 
employment, free from coercion, restraint, interference, discrimination or reprisal. The 
provisions contained herein shall liberally be construed for the accomplishment of these 
objectives. 
Section 2 - Definitions 
As used herein, the following terms have the following meanings: 
a. "City" means City ofNiagara Falls along with the Niagara Falls Public Library. 
b. "Employee" shall mean any person who is a member of the Bargaining Unit as the same 
is defined in the collective bargaining agreement between the City and District 4 ofthe 
United SteelWorkers ofAmerica Local 9434-00. 
c. "Superiors" means persons regardless oftitle, who are assigned to exercise any level of 
supervisory responsibility over City employees. 
d. "Committee" means the Labor Relations Committee as established by resolution of the 
City Council dated February 3, 1964 and amended February 1, 1965, or as otherwise 
designated by City Council. 
e. "Decision" means the written disposition and determination of a grievance by the City 
management and/or Arbitrators. 
f. "Days" shall mean all days other than Saturday, Sunday and legal holidays. Sunday, 
Saturday and legal holidays shall be excluded in computing the number of days within 
which action must be taken or notice given within the terms of this procedure. 
(This provision shall not apply to the time limitations for presenting grievances, as set 
forth in Section 3, below.) 
g. "Representative" shall mean a Union steward, the Union president, the Unit Chair or any 
other Union member designated as a representative by the Union. 
h.	 "Grievance" shall include all claimed violations of this collective bargaining agreement, 
any other signed written agreement benveen the Union and the City, except where that 
agreement specifically excludes resort to this grievance procedure, and in addition, shall 
include all claimed violations, misinterpretations, inequitable applications of the existing 
written rules, procedures, regulations, administrative orders or work rules of the City or 
department or agency thereof, all of which relate to or involve employee health or safety, 
physical facilities, materials or equipment furnished to employees or supervision of 
employees, including matters involving employees' rates of compensation, retirement 
benefits, and disciplinary proceedings where the consideration of such would not be 
contrary to any law, rules or regulations having the force and effect oflaw. 
Section 3 - Basic Standards and Principles 
All grievances shall be presented within one hundred and eighty (180) calendar days 
from the date the cause of the grievance occurs. In those instances where the nature of the 
grievance is such that it cannot be readily known, the grievance shall be filed within one (1) year 
from the date the grievance occurs. Unless the grievance is filed in accordance with the time 
limitations of this section, it shall not be entitled to consideration under this procedure. 
Every employee shall have the right to present his grievance in accordance with the 
procedure provided herein, free from interference, coercion, restraint, discrimination or reprisal, 
and shall have the right to be represented by the Union at all stages thereof. 
It shall be a fundamental responsibility of persons in supervisory capacity at all levels, 
commensurate with the authority delegated to them by their superiors, promptly to consider and 
take appropriate action upon grievances presented to them by employees under their supervision. 
To such extent as is practicable, appropriate authority is hereby delegated to such persons with 
supervisory duties to take such steps as may be necessary to give effect to the provisions 
prescribed herein. 
It shall be the responsibility of the head of the appropriate department or agency of the 
City to take such steps as may be necessary to give effect to the provisions prescribed herein. 
Section 4 - Procedure 
A two-stage grievance procedure with a right of arbitration for employees of the City is 
hereby established as follows: 
A. First Stage 
The first proceduraLstage should consist of a request by the aggrieved employee for a 
review and determination ofhis grievance by the head of the appropriate department 
concerned or his designee. In such case, the aggrieved employee or the Union shall 
submit to the head of the department concerned or his designee, a written statement 
setting forth the specific nature of the grievance and the facts relating thereto. Such 
statement shall be made upon a form numbered and supplied by the Human Resources 
Department of the City ofNiagara Falls. Upon receipt of the statement of the grievance, 
the department head concerned or his designee shall, at the request of the employee, or 
Union hold a grievance meeting at which the employee and/or his Union representative 
shall appear and present oral and/or written stat~ments or recommendations. 
The final determination of the first stage of such grievance proceeding shall be 
made by the head of the department or his designee within five (5) days from the date of 
submission to him of said grievance, or the date of the grievance meeting, whichever is 
later. The decision shall be made in writing and communicated to the eIJ;lployee 
presenting the grievance and to the Union and a copy of the decision shall be submitted to 
the Chairman of the Labor Relations Committee. If such grievance is not satisfactorily 
resolved at the first stage within five (5) days from the date of submission or date of the 
grievance meeting, such employee or Union may proceed to the second stage. 
B.	 Second Stage. 
The second procedural stage shall consist of a request by the aggrieved employee or 
Union for a review and determination of the grievance by the Labor Relations 
Committee. In such a case, the aggrieved employee or Union shall submit the request to 
the Labor Relations Committee within five (5) days from the date of the 1st stage 
determination of the appropriate department head. The department head, upon notice, 
shall forward all papers filed pursuant to said grievance to the Labor Relations 
Committee. The Labor Relations Committee shall promptly consider all grievances 
properly presented to it. The Labor Relations Committee, at the request of the employee 
or Union will conduct a grievance meeting at which the employee and his Union 
representative and/or the International Staff Representative will appear. The Labor 
Relations Committee shall schedule the grievance meeting no later than one (1) month of 
the submission of the grievance to the second stage. 
The Labor Relations Committee shall make its determination of the grievance and 
shall render their decision in writing within ten (10) days from the date'ofthe submission 
to them of said grievance or within ten (I 0) days of the completion of the grievance 
meeting. The decision shall be filed with the City Administrator and a copy shall be filed 
in the Human Resources office, which copy shall be opened to inspection to all parties 
with an interest therein. Copies of the decision shall be sent to all persons directly 
concerned and affected by it and to the Union. 
Any grievance submitted to the second stage is deemed dismissed if it is not 
withdrawn, resolved or sent to arbitration within one (1) year of the decision rendered by 
the Labor Relations Committee at the second stage, unless agreed upon otherwise by both 
the Union and the City. 
If such grievance is not satisfactorily resolved at the second stage, the Union may 
proceed to arbitration. 
C.	 Arbitration 
All disputes which are not amicably settled as provided for in Sections A and B of this 
grievance procedure shall, upon the written demand of either of the parties hereto, be 
submitted to an impartial arbitrator. The arbitrator shall be selected from a panel of 
arbitrators supplied by P.E.R.B., F.M.C.S. or the American Arbitration Association. The 
party demanding arbitration shall designate the service to provide the panel. The 
selection of the arbitrator shall be by alternating striking of names, and the remaining 
person shall be the arbitrator. The order of striking shall be by a coin toss. The arbitrator 
shall be notified ofhis selection by a joint letter from the City and Union, requesting that 
a time, date and place by set aside. The decision shall be binding upon both parties to 
this agreement and shall be a final determination of the question or questions subrni tted to 
arbitration. Both parties hereto shall divide the expenses and fees of the arbitrator 
selected. 
Section 5 - Meetings 
All meetings called or scheduled pursuant to a stated grievance shall, whenever 
practicable, be scheduled between the hours of 9 AM and 5 PM, Monday through Friday of any 
work week. Any grieving employee and Union representatives scheduled to work when a 
meeting is scheduled, shall continue to receive normal.compensation notwithstanding his 
attendance at said meeting. 
Section 6 - Union Attendance 
The Union representatives of the employee involved in any grievance proceeding shall 
have the right to attend all proceedings conducted pursuant to this grievance procedure, 
subsequent to the first stage as contained herein in subparagraph A of Section 4. 
Section 7 - Class Grievance 
The Union may submit a "class" grievance, i.e., one involving a matter of general effect 
on the employees, provided there is at least one specific instance of action by the City resulting 
in an alleged grievance. The Union may submit a grievance involving an alleged violation of a 
right provided to the Union under the collecting bargaining agreement. 
Section 8 - Time Limits 
The City and Union may mutually agree to bypass any Stage in this Grievance procedure 
or mutually agree in writing to extend any of the time limits set forth in this procedure. If the 
grieving employee and/or Union does not proceed to the first or second stage or arbitration 
within the time set forth in this procedure the grievance shall be deemed withdrawn. In the event 
the City does not respond to the grievance in the time limits provided in the fIrst or second stage, 
the grievance shall be settled in favor of the employee and/or Union for the relief requested in 
the grievance. 
City of Niagara Falls and the United Steelworkers
 
Random Drug Testing Policy
 
A.	 INTRODUCTION 
The City of Niagara Falls, New York (hereinafter, "City") and the United Steelworkers 
(hereinafter, "Union"), hereby agree to the following Random Drug Testing Policy (hereinafter, 
"Policy"). This Policy may not be amended or otherwise modified except by mutual agreement 
between the City and the Union. 
B.	 PURPOSE AND SCOPE 
The City acknowledges that all employees have a right to exercise private judgment in matters 
relating to their personal lives. However, preventing the use of illegal drugs or the improper use 
of legal drugs by City employees is considered essential to the effectiveness of the City's work 
force and to the safety of its members and the community. This Policy seeks to promote the 
health, safety and welfare of City employees and to enhance the safety of members of the general 
community. It also seeks to identify problems with illegal drugs or the improper use of legal 
drugs if they exist and to provide assistance and treatment through an Employee Assistance 
Program to police employees that may experience such problems. 
The City further acknowledges that this Policy is being implemented only as a preventative 
measure and not in response to any existing problems with drug use by City employees. 
All employees represented by the Union are subject to and expected to comply with this Policy. 
C.	 DEFINITIONS 
For the purpose of interpreting and administering this Policy, the following terms or phrases are 
defined to mean: 
1.	 Illegal Drug: means any drug that is not legally obtainable. 
2.	 Legal Drug: means any prescribed drug or over-the-counter drug that has been legally 
obtained. 
3.	 Drug Testing: means the scientific analysis of urine for the purpose of detecting: (1) the 
presence of an illegal drug or (2) a legal drug not legally obtained or being used for a 
purpose other than that for which it was prescribed or manufactured. Drugs that will be 
tested for under this Policy include, but are not limited to, amphetamines, barbiturates, 
benzodiazepines, cocaine metabolite, opiates, marijuana, phencyclidine, methadone, 
methaqualone and propoxyphene. 
4.	 Prohibited Drug Use: means a condition in which a police Employee is using an illegal 
drug or using a legal drug not -legaily obtained or being used for a purpose other than that 
for which it was prescribed or manufactured. 
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5.	 Chain of Custody: means mandated procedures to account for the integrity of each urine 
specimen by tracking its handling and storage from the point of collection to its final 
testing and disposition. 
6.	 Neutral Testing Process: means that none of the personnel involved in the collection, 
testing of the urine sample or reporting the results have had any personal or professional 
contact with the Employee being tested that might give rise to even the appearance of 
personal bias against the Employee. 
D.	 POLICY STATEMENT 
No Employee is pennitted to engage in any prohibited drug use as defined in this Policy. 
Employees who believe that they may have a problem with prohibited drug use are encouraged 
to seek professional help through the Employee Assistance Program (hereinafter, "EAP") 
established by this Policy without waiting to be identified through the random testing program. 
Help voluntarily sought in this manner will be treated as strictly private and confidential. 
Employees taking prescribed drugs or using over-the-counter medication that have any doubt 
about their ability to perform their duties should consult with their doctor and, if necessary, 
discuss alternative work options with their supervisor. However, under no circumstances will the 
legal use oflegally obtained drugs be considered a violation of this Policy. 
E.	 AVAILABILITY OF HELP AND FINANCIAL ASSISTANCE 
There are a wide range of professional support programs available for individuals experiencing 
drug related problems and the City is committed to providing all reasonable rehabilitation 
support through these channels for police employees subject to this Policy. 
Any Employee wishing to avail himsel£'herself of professional support should approach the EAP 
Coordinator. 
The type ofrehabilitation offered by EAP will include but not be limited to: 
1.	 Assessment of current personal situation and future needs; 
2.	 Referral to inpatient or outpatient center; 
3.	 After care and relapse prevention counseling; 
4.	 Introduction to support groups. 
AMNESTY 
The City recognizes that employees may be reluctant to admit they have a problem with 
prohibited drug use and seek help for such problem for fear of the possibility that adverse 
employment action will be taken against them. However, the City also recognizes that it is in the 
interests of the community, the police department and its members to take all reasonable steps to 
rehabilitate employees experiencing problems with prohibited drug use. Accordingly, under the 
terms of this Policy, no adverse employment action will be initiated by the City against any 
Employee who, prior to testing positive in a random drug test, voluntarily seeks assistance from 
the EAP for problems with prohibited drug use. 
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The Employee will comply with the EAP Procedure set forth in Section H below. 
Employees who choose not to voluntarily seek help and who subsequently test positive for 
prohibited drug use when subjected to a random drug test will be subject to the following 
procedure. 
F.	 EMPLOYEES WHO TEST POSITIVE FOR PROHIBITED DRUGS 
In the event of a positive test result, the testing facility will send a Confidential Report to the 
City's Director of Human Resources or his designee and the President of the Union containing 
the following information: 
1.	 Documentation that the testing facility is certified and/or licensed by the SAMHSA and 
NYSDOH or otherwise as required by applicable law. 
2.	 Documentation that all personnel involved in the collection, testing of the urine sample 
and/or reporting of the results are properly licensed and certified as required by this 
Policy and applicable law. 
3.	 Documentation verifying proper chain of custody and testing procedures as defined 
herein and as required by applicable law. 
4.	 Documentation showing the testing conducted and the results thereof. 
5.	 Any other information required by applicable law to be included in a drug testing
 
litigation report.
 
An Employee whose drug test is reported positive will be offered the opportunity to: 
1.	 Obtain and independently test, at the employee's expense, the remaining portion of the 
urine specimen that yielded the positive result, and 
2.	 Obtain the written test result and submit it to an independent medical review at the 
employee's expense. 
The Employee may use the City's medical benefits, to the extent that coverage may apply, for 
meeting the costs of(1) and (2). 
If the Employee questions the results of the test, upon receipt of the lab report and the results of 
any independent test conducted, the affected Employee, the President of the Union and the City's 
Director of Human Resources or his designee will meet to review the matter. The purpose of the 
meeting will be to determine whether there was a valid positive test or whether the positive 
finding could have resulted from some cause other than prohibited drug use. 
G.	 PROCEDURE: 
Following a positive drug/alcohol test, the employee will receive a "Letter of Understanding" 
which will contain the following information: 
1.	 That the employee is immediately placed on a medical or FMLA (if eligible) leave of 
absence and will remain on leave until released by the appropriate rehabilitation 
program(s) to return to work. During the period of the leave of absence, the employee 
will be able to use accumulated time in the following order: Personal, Sick, and Vacation. 
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When accumulated time is exhausted, the employee will no t receive further payment 
from the City until the employee returns· to work and all benefits will be administered in 
accordance with current leave policy. 
2.	 Within 48 hours of notification of the positive test result, the employee must contact the 
Employee Assistance Program for the purpose of enrollment in a recognized drug 
rehabilitation program. 
3.	 The employee must comply with all Employee Assistance Program and/or Department of 
Transportation requirements including, but not limited to, mandatory referral to a 
Substance Abuse Professional (SAP) when the employee in question carries a 
commercial Driver's License (CDL). 
a.	 The employee will sign any and all releases required by the rehabilitation 
programs. The employee will also sign any and all releases necessary so that the 
City of Niagara Falls may monitor treatment progress. 
b.	 The employee must regularly attend and meaningfully participate in all scheduled 
EAPISAP appointments. 
c.	 The employee must provide weekly documentation of attendance at the 
appropriate rehabilitation programs. (It may be necessary for the employee to sign 
and submit an attendance form from the proper rehab program). 
4.	 The employee is responsible for any and all out of pocket costs associated with 
rehabilitation not covered by the employee's health insurance through the City of Niagara 
Falls. 
5.	 The employee, while on a medical leave of absence, is not authorized on any CitY 
worksite 
6.	 The employee is not authorized to return to work until he or she is released by the 
appropriate rehabilitation program. If the employee is authorized to return to work by the 
rehabilitation program, but not approved to return to his safety sensitive position, then: 
a.	 The employee will return to work in a position commensurate with the 
employee's restrictions (a non-safety sensitive classification), should a vacancy 
exist. The employee will understand and accept any downward classification that 
may be necessary to meet these restrictions. 
b.	 The employee is not permitted to work overtime unless authorized by the City 
Administrator or his designee. 
c.	 The employee will not return to a safety sensitive position until released by the 
Rehabilitation Program/Substance Abuse Professional. 
7.	 Upon return from leave, the employee will remain in regular attendance at work. Any 
appointment relative to rehabilitation should be scheduled after work hoUrs, as 
practicable. Any appointment that is scheduled during regular work must be pre­
approved by the Department Head/Division Manager and the employee will be required 
to use their own accumulated time for such appointments. 
8.	 The employee is subject to random drug testing by the City of Niagara Falls, in addition 
to Department of Transportation mandated testing, fbr a period of one year following the 
employee's return to work. Any positive test within that one year period or any failure to 
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comply with any of the terms of the Letter of Understanding will result in the employee's 
automatic termination, without the benefit of appeal. 
9.	 If employee is charged with a crime as a result of or associated with the use of alcohol or 
drugs while on duty, notwithstanding the terms of this agreement, the City may, 
according to the disciplinary procedure, bring fonnal disciplinary charges against said 
employee immediately. 
H. A POSITIVE DRUG TEST RESULT 
The detennination that an Employee is engaging in prohibited drug use can be established only 
by a competent professional opinion based upon a scientifically valid test (including both an 
appropriate screening and confirmation test) conducted by a SAMHSA and NYSDOH certified 
laboratory with properly licensed and certified personnel. The positive drug test result must meet 
the' requirements of a "Neutral Testing Process" as that phrase is defined herein. If either the 
laboratory and/or personnel are not properly certified or the test does not meet the requirements 
for a neutral testing process as defined herein, the test results are invalid, may not be used in any 
way by the City and must be deleted from the employee's record. 
Where a test result is positive, the testing process must include an evaluation by testing facility 
personnel as to whether that positive result may be explained by any factors or circumstances 
other than prohibited drug use as defmed in this Policy. Where a test is positive but it is 
ultimately detennined that the Employee was not engaging in prohibited drug use as defined in 
this Policy, the result will be recorded as negative test for the purpose of administering this 
Policy. 
I.	 RANDOM DRUG TESTING 
This Random Drug Testing Policy requires any Employee who is on duty and who is selected for 
testing in accordance with the provisions of this Policy to provide a sample of their urine for the 
purpose of testing for the presence of prohibited drugs. 
Random drug testing may be conducted on a 24 hour, seven day a week basis. However, 
employees will only be asked to submit to a test while on duty. Employees to be tested will be 
randomly chosen using a computer program to generate a random list of employee numbers. 
Employees will be identified by employee number only and not by name. Collection will take 
place at a location chosen by the City. The City may conduct up to four (4) tests per year and 
may test up to 20% ofbargaining unit members during each test 
The Union President or his designee will be notified of the demand for a random drug test at the 
same time that the affected Employee is notified. 
The City is responsible for all the costs associated with such testing and the Employee will be 
paid hislher nonnal pay and benefits for any time spent conducting the test or traveling to or 
from the site of the test. 
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J.	 REFUSAL 
A refusal to submit to random testing when ordered shall be considered a positive test and will 
lead to disciplinary action by the City up to and including termination of employment. In 
addition to an outright refusal, other behaviors that may be considered a refusal include: 
1.	 Leaving the test site without completing the test; 
2.	 Attempting to adulterate the specimen or collection procedure, and 
3.	 Not reporting to the collection site in the time allotted unless the Employee was unable to 
report in the time allotted due to circumstances beyond his or her control. 
K.	 CONFIDENTIALITY GUARANTEE 
All information concerning the implementation and/or administration of this Policy will be 
protected by the City as confidential unless authorized in writing by the affected Employee or as 
may otherwise be required by law. Confidentiality will be maintained by limiting access of the 
test results to the program administrator and the medical review Employee via secure Internet 
connection. The City is. responsible to maintain the confidentiality of all drug testing results 
whether stored in a conventional format on paper or in electronic format. 
All referrals to EAP will be treated in strict accordance with the confidentiality provisions of this 
Policy and applicable law. EAP Counselors will not disclose information about employees 
without their express consent, except in cases where disclosure is required by law. In such cases, 
the only infonnation provided will relate to compliance issues. Specific details relating to 
personal counseling, advice and treatment will not be disclosed. 
L.	 TRAINING 
Upon the implementation of this Policy, the City will provide training to all employees subject to 
this policy concerning the implementation and administration of this policy. 
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UNITED STEEL WORKERS OF AMERICA
 
AFL-CIO-CLC
 
LOCAL 9434-02
 
1.	 Tenn: January 1, 2001 - December 31,2004 
2.	 Wages: 2001-0% 2002-0% 2003-3% 2004-3% 
3.	 Longevity: Longevity increments contained in steps4.1, 4.2,4.3,4.4 and 4.5 of 
all grades of the wage schedule shall be increased by 2% effective January 1, 
2003 and 2% effective January 1,2004. 
4.	 Section 9.2.6 Vacation: Effective January 1, 1002, Section 9.2.6 shall be 
amended to allow a fifth week of vacation after 15 years ofemployment for any 
bargaining unit member hired after September 1, 1979. The additional week of 
vacation shall be scheduled in a manner that does not create overtime. 
5.	 Section 9.2.8 Vacation Accumulation: Effective January 1; 2002, the following 
language shall be deleted from this section to allow 12 weeks of vacation 
accumulation for all members of the bargaining unit: 
"Employees hired after September 1. 1979 may accumulate unused 
vacation up to a maximum of eight weeks." 
6.	 All unit members hired prior to September 1, 1979, shall receive an additional 
lump sum longevity increase in 2003 and 2004 equal to 1% of their base pay at 
the end of the previous year. This will be paid on December 1 of each year. If 
the employee leaves the payroll prior to December 1 of any year, the additional 
longevity payment will be pro-rated. 
7.	 Section 9.7.1 Bereavement Leave: This section shall be amended to include the 
following individuals: step-mother, step-father, step-son, step-daughter, and any 
relative living within the household. This shall become effective January 1, 2002. 
8.	 Section 9.7.3 Bereavement Leave: This section shall be amended to include the 
following individuals: uncle, aunt, niece, nephew and first cousin. This shall 
become effective January 1,2002. 
9.	 Disciplinary Procedure: The union agrees to use the same disciplinary procedure 
as Locals 9434-00 and 9434-01 (package attached). This procedure shall be 
identified as Schedule K in the new union contract 
lOa)	 Starting Salaries (Step 1.0 of all grades in this wage schedule) for all employees 
hired after the effective date of this agreement shall be reduced by 12%. 

1Ob)	 Starting Salaries (Step 2.0 of all grades in this wage schedule) for all employees 
hired after the effective date of this agreement shall be reduced by 6%. 
1Oc)	 Step 3.0 of all grades in this wage schedule will not be reduced. 
11)	 The City and USWA Local 9434-02 shall continue to negotiate the issue of health 
insurance. ' 
Soro, President 
WA Local 9434-02 
~~ 11_.</-01 
. Joseph Daniel Dunlop 
City Administrator Staff Representative 
United Steelworkers ofAmerica 
Dated:	 1 1/.)1-:> / b ! 
/ I 
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PURPOSE 
This procedure is intended as a corrective measure to aid management and employees in effectively canying out 
their services to the public. It may be chosen as an alternative to Section 75 of Civil Service Law, such choice closes the 
option to the other remedy. With the exception of Section 75 proceedings. records of disciplinary notice cannot be used in 
subsequent disciplinary actions, according to this procedure, if one year has elapsed from the date of said Notice of 
Discipline. (Section 75 hearing option available only for employees who have a permanent appointment in the competitive 
class of the Classified Civil Service, or are honorably discharged United States veterans having served in time of war, or 
are e:.:empt volunteer firemen). 
DEFINITIONS 
1. Employee shall mean any permanent employee of the City of Niagara Falls, New York. 
2. Interrogation shall mean the questioning of an employee who, at the time of such questioning, appears to 
be a likely subject for disciplinary action. 
3. Representation shall include either any authorized union representative or an attorney whose expense 
shall be bome by theemployee... i ~ .. 
4. Temporary reassignment shall mean a change to a new work location performing a function comparable 
to or similar to the job normally filled by the employee. Such transfer shall not be made for the purpose of imposing 
discipline. 
DrscrPlINARY PROCEDURE FOR
 
THE CITY OF NIAGARA FALLS, NEW YORK
 
Section 1.00 Application 
1.01 The following disciplinary procedure for incompetency or misconduct shall apply to all employees 
as provided herein as an alternative to, but not excluding the choice of, the procedures specified in the Civil Service Law 
Section 75 and 76, or this negotiated procedure at the time the Notice of Discipline is answered. This procedure shall 
apply to persons currently subject to Section 75 and 76 of the Civil Service Law and, in addition, shall apply to those non~ 
competitive class employees who have completed at least one yea~ continuous service in the non-competitive class. 
(Section 75 hearing option available only for employees who' have a permanent appointment in the competitive class of the 
. Classified Civil Service, or are honorably discharged United States veterans having served in time 01 war, or are exempt 
volunteer firemen): 
Section 2.00.Right of Investigation 
. Nothing in this agreement shall prevent or limit management's authority to investigate an incident which may result 
in the service of a Notice of Discipline upon an employee. Neither shall management be limited with respect to 
questioning any employee concerning events or claims which might lead to disciplinary action, after the employee has 
been informed of his rights under this agreement. 
Subsequent to the service of a Notice of Discipline, investigatory activities of management involVing direct
 
questioning of the employee served shall cease.
 
Section 3.00 Employee's Rights 
3.01 An employee shall be entitled to representation at each step of disciplinary procedure. 
3.02 .. An employee shall be entitled to representation during an investigation or interrogation before any 
disciplinary action is taken. : ­
Reasonable time shall be afforded to obtain such representation. If the employee requests representation and fails to 
provide a representative within a reasonable time, the interrogation may proceed. 
3.03 No employee shall be requested to sign any statements concerning misconduct or incompetenCEH)r 
disciplinary action unless the employee is offered the right to -representation and given a reasonable amount of time to 
obtain such representation. 
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3,04 No recording devices or stenographer or other record shall be used during an interrogation, unless the 
employee requests the transcript be made. . 
3.05 The employee shall be presumed innocent until proven guilty and the burden of proof on all matters shall 
rest upon the empI9ye!. . 
;:.; : ":f;_t._ 
3.06 AI'], empLoy.~~ shall not be coerced, intimidated or caused to suffer any reprisals, either directly or
 
indirectly, that maY~~9~~r~,~IY-affect his or her hours, wages, or working conditions as the result of the exercise of his or
 
her rights unde(t~~s~~l~~"
 
3.07 An employee shall not be disciplined for acts except those which would constitute a crime, which occurred 
more than one year prior to the Notice of Discipline. . 
Section 4,:OQ:Warnlii~i Procedure 
...• ) ...~~<..HI.l.;.J '0' 
~. ..:-.•. - .... 1' ...... ; t.. . ' •..• 
4,01 _.... T<?jiId~~.¢:·eD'ployee in becoming aware of the criteria'necessary to avoid incompetency or misconduct
 
and avoid disciplinarYactlo'il' as contained within the body of this article,' this system of warning shall be utilized.
 
4.02 In the event that an employee's behavior or actions is such that it couldJead to a disciplinary problem, the 
employee should be warned in the following manner before any disciplinary aCtion islaken: . 
4.03 First Warning: The first warning' shall be oral. !twill be given by the appropriate supervisor and recorded on 
the Incident Form provided. The form shall include the names of the employee, date and time. The details of the 
complaint shall not be included but merely the general topic. Copies of the form shall be provided for the supervisor, the 
employee, and the Union President. The form shall be as follows: 
FIRST INCIDENT REPORT 
Name of Emp!p~:7;...,: _.. _~ 
Date"
._---.......,...------------------­
Time,:....._~ -------------­
Signature of Supervisor 
4,04 Second Warning: This warning shall also be delivered orally by the appropriate supervisor. A form for the 
second warning shall include the name of employee, date, time and specific details of the incident. Details not listed on 
the first warning incident report may be provided on the second warning. The SUbject of the second warning need not be a 
reoccurrence of the incident which precipitated the first warning but may refer to an incident unrelated to the first. Copies 
shall be provided to the supervisor, the employee, the Union President and the Department Head. The form shall be as 
follows: 
4.05 In the event that an employee of the City is indicted, or arrested, for a criminal offense against the City, 
warning procedure is waived and a Notice of Discipline may be served immediately. 
SECOND INCIDENT REPORT WARNING 
Employee's Name_· _ 
Date__--'­ _ 
Time _ 
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SUMMARY OF DISCUSSION
 
In the event that no improvement of the above situation is forthcoming, disciplinary action may follow. 
Section 5.00 '. Disciplinary Procedure: In the event that the employee has not responded positivefy to the 
warning system and the appointing authority, or his designee, seeks the imposition of a written reprimand, suspension 
without pay, or dismissal from service, notice of such discipline shall be made in writing and served upon the employee. 
Discipline shall be imposed only for incompetency or misconduct 
5.01 The specific acts for which discipline is being imposed and the penalty proposed shall be specified in the 
Notice. The Notice of [?iscipline shall contain a detaifed description of the alleged acts and conduct including reference to 
dates; times clOd pl.ac~s .. If the e!TIployee is not sufficiently apprised of the acts or ~onduct for w,hich discipline is being 
imposed, the empl.oyeeor his (Jr her representative may req~est the' emp'oy~r t? provide more specific information before 
the time of the hearing. . . 
. :~. ~:! .,~ -1~"." .• '. . . '" 
5.02 The Notice of Discipline shall be as follows:: 
CITY OF NIAGARA FALLS,. NEW YORK 
. . ." , ~..... 
NOTICE OF't)ISCIPLlNE 
Dated_~ _Department. 
To Fife#__-----.....,-----­
In accordance with the discipline procedure agreed to by the City of Niagara Falls and
 
________Union, you are hereby informed that the City propose~ d~sciplinary action for the following
 
reasons:
 
The City wishes to impose this penalty _ 
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The penalty proposed will take effect. _ 
Signed: -----:=---~~":'"7"""___;-_=___:_­
Department Head or Designee 
If you wish to dispute the proposed penalty, you may file disciplinary grievance according 
to the provisions ofthe discipline procedure or indicate your choice for adjudication through 
Section 75 of the Civil Service Law in writing to the Labor Relations Office with copies to 
department head and representative. Once the choice is made, option to the other remedy is 
closed. (Section ~5 ~e~ring option available only for employees who have a permanent 
appointment in the competitive class of the Classified Civil Service, or are honorably discharged 
United States veterans having served in time of war, orare exempt volunteer firemen). 
This attachment is to be provided with the Notice of Di~cipline. Please read carefully: 
Information about disciplinary procedure for 
employees served with a Notice of Discipline 
1. You have the right to object to the proposed discipline by filing a grievance within 
fifteen (15) days of notice. 
2. The grievance procedure provides for an informal departmental hearing and a 
hearing by an independentarbitrator as its final step. 
3. You are entitled to representation by either your Union or an attorney at every
 
step of the proceeding. ...
 
4. If ~ grievance is filed, no penalty can be implemented until the rJ:1atter is settled or 
- the arbitrator renders a determination. 
5. The penalty proposed on the Notice of Discipline may be implemented if: 
a) The employee fails to file a grievance within fifteen (15) calendar days of 
the service of the Notice of Discipline. 
b) Having filed a grievance, the employee elects not to pursue it. 
c) The penalty is upheld by the disciplinary arbitrator. 
or d) Adifferent penalty is determined by the arbitrator to be 
appropriate. 
or e) The matter is settled. 
5.03 One (1) copy of the Notice shall be sent to the Labor Relations Committee, two 
(2) copies of the Notice shall be served upon the employee. Service of the Notice of Discipline 
shall be made by personal service, if possible. If service cannot be effectuated by personal 
service, it shall be made by registered or certified mail, return receipt requested. . 
5.04 The President of the appropriate Union and attorney shall be advised by 
registered or certified mail, return receipt requested, with a copy of the Notice of Discipline. 
5.05 The Notice of Discipline served on an employee shall be accompanied by a 
written statement that: 
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a) The employee has the right to object by filing a grievance 
within fifteen (15) days. 
b) The grievance procedure provides for a hearing by an 
independent arbitrator as its final step, 
c) The employee is entitled to representation by either the 
Union or an attorney at every step of the proceeding. 
d). If~ grievance is filed, no penalty can be implemented 
until the matter is settled or the arbitrator renders a determination. 
'. e) The penalty proposed on the NoticeofDis9i'plin,~ may be 
. .' implemented if: c.~ . '-. _. :-' 
... _. .~:' ;, " 1) _. The employee f~i1~' to file ~ -gi"i~~';mce 
withlnJifteen (15) calendar days of the servic.e otthe.Notice of 
Di~cipUne.: c,_. :, ~:',' ,';;';2,,', 
" • ,_ ',.:' ,2), ,Having filed ,a gri,evance,t/Je employee ~ie~tsC~oHo p'ursue it. ., ". '., '. , , ' ~. ~., 
•• I••:·':~J-.... :~..~ ... 
. .:; _P_,,:,:;'" " ': 3) ,.Thepenalty is upheld by the disciplinary 
. arbitrator: :-' .. 
,.... "; :~:.--:; ..•. , ',' 
4) A different penalty is determined by the 
arbitrator to be appropriate. . ',' .. 
5) Th'~matter is settled. " 
5.06 Grievances,objecting to the proposed discipline shall be filed on the following 
form: 
GRIEVANCE FORM 
This·Grievance is filed in accordance with the Disciplinary procedure Section $,00 in 
objection to aNotice of Discipline. 
Dated _ Dept. _ 
File No.. _ 
Reason for objections: _ 
Check if you wish to waive departmental hearing, __. 
Signature of Employee 
This form must be filed with the immediate supervisor, the department head..and the 
Labor Relations Committee within fifteen (15) days of service of the Notice of Discipline, 
5.07 The Grievance form must be filed with the immediate supervisor, the Department 
Head and the Labor Relations Committee within fifteen (15) days of the service of the Notice of 
Discipline. 
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5.08 If .not settled or otherwise resolved. the Notice of Discipline may be the subject of 
a grievance before the department head and shall be filed on the form (Section 5.06) either in 
person or by certified or registered mail, return receipt requested by the employee. 
5,09 The filing of such a grievance shall be complete on the date on which it is filed in 
person or the date of the mailing as indicated by the date stamped on the official postal receipt 
prqvided by the Post Office for Registered or Certified mail. 
, 5.10The employee shall be entitled to a meeting at the department level to present his or 
her position to the department head or his designee within five (5) calendar days of the filing of the 
grievance. The L~~or Relations Committee shall set the time and place and inform all concerned. 
5.11 The meeting shall include an informal presentation by the department head or his 
designee ~lld,bYJhe.employee or his representative of relevant information concerning the acts or 
,conduct 'specifi~g, in 'the'Notice of Discipline;''a"general ,review of the evidence 'and defenses that. 
',', 'will be :prese/Jted'if th~ matter proceeds to arbitration and adiscLission of the proposed penalty. 
The01e~ting rieEi~ 'Dot'iOvolve the identifica.tionor presentation o(prospeCtive Witnesses,the 
.ideri!f~9a:tt~Q."Qf 'speCiryy~,~scription of doc~ments or btherformal disclo~ure of evidence by either 
.party.".Jhe emplOyee shall have the right to remain, silent ~t stich a meeting, except that either' 
U'nion repres'eritative~or Jhe employee's attorney provided at his or her own expenses 'shall . 
present a summary Of his or heranswer to'the allegations cont,3'iiled in the' Notice 'Of Discfpline. 
, "'5:12 Tti~;empioyeehas a right to ha~e either aUnion representative or an attorney 
provided at his or her own expense present or to qecline such representation. If the employee 
requests representation and the Union or employee fails to provide a representative within a 
reasonable time, the meeting may proceed. Unreasonable delays by management may cause the 
hearing to proceed without managementrepresentation. The disciplinary arbitrator appointed 
pursuant to, this procedure shall have the power to find that delays may have ~~en un~easonab/e. 
5.13 As a result of the grievance hearing, one of ,the following four alternatives must be
 
chosen by the employee (Within 15 working days from the-date of the hearing).
 
a) Settlement by agreement to submit to the proposed 
penalty. 
b) Settlement by agreement to a reduction in the proposed 
penalty. 
c) No response would result in application of the proposed 
discipline. No response can be requested or absence from the hearing, 
will be interpreted as no response. .... 
d) Request for arbitration. 
5.14 A summary of the meeting, including the alternative chosen will be prepared by the
 
Labor Rel~tions Committee and sent to all present within five (5) days.
 
5.15 Unless the grievance is settled, or the employee elects not to pursue it, the Labor
 
Relations Committee shall request a list of a,rbitrators within 5 working days,
 
5.16 At any time during the disciplinary procedure after a timely grievance has been filed, 
the employee may elect in writing to the Labor Relations Committee that he or she elects not to 
pursue the grievance. In such event. the proposed penalty may be implemented. 
5.17 The department head, or his designee, at any time before or after the Notice of 
Discipline ;s served. may review such notice and the proposed penalty and take such action as he 
or she deems appropriate under the circumstances in accordance with this procedure, including 
determining whether a notice should be issued, amendment of the notice no later than the time of 
departmental hearing, withdrawal of the notice or a reduction of the proposed penalty. 
Section 6.00 Suspension or Reassignment 
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.......... ­ 6.01 Upon. ~e!Yice of the Notice of Discipline, the' employee may be suspended without 
payor temporarily reassigned if the City Manager determines there is probable cause to believe 
that the employee'S continued presence on the job represents a potential danger to persons or 
property or would seyer~ly interfere with operations. The maximum length of such suspension 
shall be 20 working (jays. Such determination shall be reviewable by the arbitrator. 
6.02 Where the employee has been suspended w(th6'ut pay, or temporarily reassigned, 
he orshe may,)nwriti!:1g, ~aive the departmentallev~J meeting,.aqhE! time of filing the grievance 
on ~e grievancef2rl1J..).nthe evel)tof such. a waiver, the empl.~Yee. shall file th.e grievance form 
..within the prescribe.9,V,mi!s (5.07 and 5.08 and 5.09). Such cas~.wilJbe referfed directly to 
arbitration, within five working days, by the labor Relations Committee. The proper Union official 
will be notified in .wlj!ln9 gf any suc~. suspensi()n. ., .;:" :;. .'~ . 
?';F>.··· .. ~:.~::.; r1c;r'~ .- :" _' .:. - . .' ..;. ~.'" "': - ,< .... '.. , ......."!.r. . 
'::>.f: .,. 6.03 Where ,th~appointing authority Informs an empJoye~V1at he or'sh~ jsb,eing~. . 
t~mporarily reas~ign~a~pli[~.u.~,~fto tili~.agre~rTlEmt, the emprl?¥e~ ~~~J! be ryOtl~.~~!.Q>YTiting oqhe 
location.of, ~y~~ .~emp'~~.ryI~assign~er.t ...!:ind that ~~ ~mp!9.Y~~ ,rn.,cW.,~lec~ '9 ~m!ng}~"f,~.~s7 
~$u~~te1'QPo.r~ry.!e§l§~gD.rTl~flt	 and be su,spe.nded ,wltho~t p~y".;,P;~c-,ry}~lect~?'1.mu~r9,~~~d.e.ln, 
wn.~,ng b~for~ tl]~ p~mm.~f1ce~~9t ot,th7.temporary asslgn"1~ptM ielectl~n~~y1~~; E;,r:nPJoyee ~o 
be pla~e9 on a .~~.~.p~9-~lon ,',Vlthout p'~YJ~:;f!~~1 and may no~ Jh~r.~~.~e[ pe w~th~~~~~: pryce .the 
em.pJoyeecommenc~~~he te~po~ry asslgnfl.1ent, no elel?t!On"Il;.,Perm,ltted';;Jij"';J .' 
..6.04 This fOffi1)etter is to be usedl;>y th,e City Adminjs~rat()f ~9.. inform th~ employee of 
suspenSion.,:,:: :;;:~:~~\:.. .CITYOF'NJAGARA'FALLS:<"··· :""<-"" 
. . ~.; .. " : . 
TO: 
RE: Suspension ' . .c:' . 
. . ;
This is to inform you that as of this date , after the service of your Notice 
of Discipline, you: are hereby suspended for a period of working days; without pay, in 
accordance with Sec~0~6:00 of the disciplinary proceedings. 
Dated: ---'­
City Administrator. 
Please respond indicating your preference for: 
Departmental hearing _ 
or
 
Waiver of Departmental hearing
 
(directly to arbitration)
 
6.05 This form letter is to be used by the City Administrator to inform employee of 
temporary reassignment. The signed returned response by the eniployee is necessary. 
CllY OF NIAGARAFALLS 
TO: 
RE: Temporary Reassignment 
This is to inform you that as of this date , after the service of your 
Notice of Discipline you are hereby temporarily reassigned to 
You should report to at o'clock on 
__________, 19_, 
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Your rate of pay will be red circled or frozen. This action is taken as a precaution in that 
your presence on the job during this disciplinary proceeding may interfere with operations. 
,-----------------Please respond by returning the attachment. 
Sincerely, 
City Administrator 
;ATTACHMENT 
Response to temporary reassignment letter: 
I accept the reassignment for duration of the' disciplinary proceeding and until a settlement 
has been reached. 
I do not accept this reassignment but rather elect to be suspended without pay. 
This must be sent back to the City Administrator before the effective date of the
 
temporary appointment
 
6.06 Temporary reassignments under this section shall not involve a change in the
 
employee's rate of pay:
 
7.00 Disciplinary Arbitration. 
.. 7.01 The Labor Relations office shall request a list of seven arbitrators from the 
.Federal Mediation and Conciliation Association. Each party shall alternately strike names until 
one is left. If eith~r party feels that the list is not acceptable, they have the right to request another 
list 
; 
7.02 The disciplinary arbitrator shall hold a hearing within 21 calendar days after
 
notification from the Labor Relations Committee.
 
7.03 Disciplinary arbitrators shall render determination of qUilt or innocence and the 
appropriateness of proposed penalties, and shall have the authority to resolve a claimed failure'to<f:::" 
follow the procedural provisions of this article. Disciplinary arbitrators shall neither add to, subtract 
from or modify the prOVisions of this agreement. The disciplinary arbitrator's decision, with 
respect to guilt or innocenCe, probable cause for suspension or reassignment. and appropriate 
penalty shall be final and binding upon the parties. 
7.04 All fees and expenses of the arbitrator, if any, shall be divided equally between 
the City and the Union or the employee if not represented by the Union. Each party shall bear the 
cost of preparing and presenting its own case. 
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CITY OF NIAGARA FALLS
 
New York
 
TO:	 Pau I Colangelo 
Director of Public Works 
I-",1'"' -I .. ~ ­
" '.' '. ,} ~ (~ 
FROM:	 Christopher M. Mazur CVJJ'­
Assistant Corporation Counsel 
DATE:	 March 22, 2002 
RE:	 Union Attendance at Pre-Hearing Conference 
. :', 
A#6r discussing this matter with the administration and the City's legal counsel, 
please 'be :-advised that the United Steelworkers of America Local 9434-00 & 02 and the 
Building:trades Council are allowed to have one (1) union representative at the pre-hearing 
conferen'ces at PERB's Buffalo office. The meeting in Buffalo is a conference, not a 
negotiation session; therefore, it is not necessary for members each's union's negotiating 
team to attend. . 
.,,', . 
' .. , 
I{you have any questions, please contact me. Thank you for your courtesy and 
cooperation in this matter. 
~~: P~~l Dziama / 
",' 
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THIS AGREEMENT made this 1st day of January, 1998 by and between the CITY OF NIAGARA 
FALLS, NEW YORK, (hereinafter referred to as the "CITY") and UNITED STEEL WORKERS OF 
AMERICA, on behalf of LOCAL NO. 9434-02 (hereinafter referred to as the "UNION"). 
WITNESSETH: 
WHEREAS, the Union has been designated and selected by a majority of the employees in the 
unit hereafter described as their sole and exclusive representative for the purpose of collective bargaining 
in regards to hours of work, wages and working conditions and the settlement of grievances, and 
WHEREAS, it is the desire of both parties to this Agreement to negotiate collectively with regards 
to hours of work, wages and working conditions in order to avert disputes and secure harmonious 
cooperation within the limits of the New York State Public Employee's Fair Employment Act (hereinafter 
referred to as "ACT"). 
NOW, THEREFORE, in consideration of the mutual covenants and agreements herein contained, 
the parties hereto agree as follows: 
ARTICLE 1.0 - UNIT 
Section 1.1 - Definition 
The Unit shall consist of all hourly employees in the following job classifications: Cleaner; Porter; 
Senior Building Attendant; Climber I, II and III; Motor Equipment Operation I, II and III; Parking Meter 
Maintenance Worker; Maintenance Worker I, II and III; Traffic Control Maintenance Helper; Automotive 
Mechanic's Helper; Building Attendant; Lineman's Helper; Lineman; Electrical Maintenance Worker; Boiler 
Maintenance Worker; Crew Leader; Welder I; Guard; and Full-Time Pages; Landscape Gardens 
Maintenance Worker, specifically excluding the following members: All Foremen; Senior Foremen; 
Carpenters; Bricklayers; Painters; Electricians; Plumbers; Operating Engineers; Oilers; Skilled Trades 
Crew Leader and all other employees. 
ARTICLE 2.0 - RECOGNITION 
Section 2.1 - Exclusive Representative 
The Union having heretofore been designated and selected by the majority of the employees of 
the "CITY", in the unit, as described herein as the sole and exclusive representative for the purpose of 
collective bargaining in regards to hours of work, wages and working conditions and the settlement of 
grievances as hereby recognized as the sole and exclusive representative for the employees of the unit as 
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herein defined for the purpose of collective bargaining with the CITY with regard to hours of work, wages 
and working conditions and the administration of grievances arising under this Agreement within the 
limitations as provided by the New York State Public Employees' Fair Employment Act. 
ARTICLE 3.0 - MANAGEMENT RIGHTS 
Section 3.1 - Enumeration 
The City and the Union hereby recognize and mutually agree that the management of the City, the 
control of its properties, the maintenance of order and the efficiency, the direction of its employees, 
including the making and enforcing of reasonable work rules to assure orderly and efficient City operations 
are solely the responsibility and rights of the employer, City of Niagara Falls, New York. Accordingly, 
except as specifically abridged, delegated, granted or modified by this Agreement or any subsequent 
agreements that may hereafter be made, all the rights, powers or authority of the City granted to it by 
virtue of State Law or City Charter, Ordinances and Laws are retained by the City and remain exclusively 
within the rights of the City. In the event that any law shall be in conflict with any provision of this contract, 
such law or laws shall supersede the effective provision of this Agreement. 
Nothing herein contained shall be construed as a waiver on the part of the employee through its 
union to settle any matters of dispute on these subjects in accordance with the terms of the Grievance 
Procedure herein contained. 
Section 3.2 - Evaluation 
The City will maintain an employee evaluation program annually. 
ARTICLE 4.0 - UNION RIGHTS 
Section 4.1 - Representation 
The City agrees that the Union shall be allowed the sole and exclusive right to represent said 
employees covered by the terms of this Agreement in collective bargaining in regards to hours of work, 
wages and working conditions and in the settlement of grievances. 
Section 4.2 - Dues Deduction 
The City agrees that upon presentation of dues deduction authorization cards signed by the 
individual employees to which this Agreement is applicable, it will make weekly or bi-weekly deduction 
from the wages of such employees as so designated on the authorization cards as membership dues 
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deduction and shall remit such deduction to the Union. The authorization cards shall remain valid until 
cancellation thereof by the individual employee pursuant to established procedures. 
Section 4.3 - Unchallenged Representation 
The City agrees that the Union shall be accorded the right of unchallenged representation 
status until seven (7) months prior to the expiration of this Agreement, said expiration date being 
December 31, 1991. 
Section 4.4 - Union Security 
The City recognizes the right of any of its employees to become a member of a labor organization 
of his own choosing, or to refrain from doing so. It is, therefore, mutually agreed by and between the 
parties hereto that any person who is a member of the Union in good standing, on the date on which this 
Agreement is signed, and any employee who SUbsequently joins the Union shall remain a member in good 
standing for the duration of this contract provided, however, that the employee's failure to remain a 
member in good standing shall not be interpreted as a condition of employment. As used in this clause, 
the phrase "member in good standing" shall mean any member who signs a dues deduction authorization 
card, which is filed with the Director of Finance. The Agency Shop Agreement attached hereto and 
Marked "Schedule C" shall continue in effect to the extent allowable under New York State Law. 
Section 4.5 - Bulletin Boards 
The Union may use City bulletin boards which shall be glass enclosed and locked for the purpose 
of posting union notices to union members providing such notices shall be clearly identified as Union 
notices, subject to the approval by the Union representative and by a City representative. 
Section 4.6 - Seniority 
It is understood and agreed by and between the City and the Union that a City Seniority System is 
recognized. "City Seniority" shall mean the aggregate years, months and weeks of work performed by an 
employee according to seniority lists which shall be maintained and revised by the City at such intervals as 
will be necessary to keep them current. It is understood that "Aggregate Years" shall not include 
employees who leave their employment voluntarily and subsequently return and it shall not include 
employees who are terminated for cause by the City and subsequently return. 
In all cases of indefinite layoffs, increase of working force, decrease of working force and rehiring 
after layoff, City seniority shall continue to accrue for a period not to exceed twenty-four (24) months; 
however, after said twenty-four (24) months all rights to seniority or reemployment shall terminate. For 
purpose of recall, City seniority shall prevail and veterans' rights shall be observed in accordance with the 
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State Civil Service Law provided that the employee shall have the ability to perform the requirements of 
the job.
 
Section 4.7 - Posting Procedure
 
When a permanent vacancy occurs in a classification within a division of a department, said 
vacancy shall be filled in accordance with the posting procedure adopted by the City Council of the City of 
Niagara Falls on June 7, 1965, which is attached hereto and marked as "Schedule D". 
Section 4.8 - Layoff and Recall 
In the event of a layoff, those with the least city-wide seniority shall be laid off first. Upon recall, 
those last laid off shall be the first to be recalled. Should an employee fail to report to work within two (2) 
weeks after being notified by registered mail, his seniority preference shall terminate. 
Section 4.9 - Seniority Preference 
The senior employee shall have preference in: 
1.	 Shift Assignment 
2.	 Overtime work - with rotating list 
3.	 Vacation selection 
4.	 Promotion, where qualifications are equal 
5.	 Seniority rights of new employees shall become effective after ninety (90) day 
probationary period. During this period, the employee may be subject to demotion, layoff 
or discharge at the sole discretion of the employer without consultation with the Union. 
6.	 It is understood and agreed that the Union will be furnished with up-to-date seniority lists 
of all employees every six (6) months. 
Section 4.10 - Union Stewards 
It is understood and agreed that the City Administrator be furnished the names of the Union 
Stewards and that the number of such stewards shall be fourteen (14). The Stewards will be allowed a 
maximum of three (3) hours per week during their normal working hours to perform their duties as Union 
Stewards. The Union Stewards shall first receive permission from their division supervisor for the 
necessary time off to perform their Union duties. In the event that additional time is required, it may be 
authorized by the Head of the Department at his discretion. 
Section 4.11 - Union President 
Guidelines for Union President time: The Union President will be afforded a reasonable amount 
of time to conduct union business. They must first coordinate with the Department Head, City 
Administrator, or their designee, prior to leaving their respective work area. Union Presidents will make 
every effort to establish such procedure which would minimize interruptions of their assigned City 
responsibilities. This may include, but not be limited to, specific call in hours, emphasizing after hour 
meetings, and limiting attendance at "events" during work hours. It is further agreed that effective January 
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1, 1977, the City will grant the Union President or his designee time off with pay to attend one (1) United 
'­
Steelworkers of America conference or convention annually, national, state or regional, not to exceed the
 
actual duration of such convention and necessary travel time. The City will attempt to provide office space
 
for the Union at City Hall, if and when such space becomes available.
 
Section 4.12 - Personnel Action Sheets
 
Effective January 1, 1977, the City will furnish the Union a copy of the Personnel Action Sheet
 
affecting a bargaining unit member as soon as the action is finalized.
 
Section 4.13 - Discrimination
 
Both the employer and the Union agree not to discriminate against any employee on the basis of 
race, creed, color, ancestry, sex, marital status, age, religion, national origin, non-job 
related handicap or disability. 
Section 4.14 - Equal Opportunity 
The Employer and the Union realize that they have a responsibility to promote and provide equal 
opportunities for employment, and as such, it shall be the positive and continuing policy of the Employer 
and the Union to assure an equal opportunity in employment regardless of race, creed, color, ancestry, 
sex, marital status, age, religion, national origin, non-job related handicap or disability. 
Section 4.15 - Copies of Contract 
Copies of updated compiled contracts will be made available to the membership by the City within 
sixty (60) days of the execution hereof. Cost of reproduction of such contracts will borne by the City. 
ARTICLE 5.0 - WORK DAY AND WORK WEEK 
Section 5.1 - Regular 
The work day shall consist of eight (8) hours per day. The work week shall consist of five (5) 
days, Monday through Friday, except as otherwise provided in this Article. 
Section 5.2 - Special Schedules 
The City has established schedules of the work week other than the five (5) days Monday through 
Friday schedule which affect the following departments: Department of Public Property, Department of 
Public Works, Utilities Department, and Convention Center. 
Section 5.3 - Work in Excess of Eight (8) Hours 
In those departments which have a regularly scheduled work week other than the five (5) day 
Monday through Friday schedule, for work performed in excess of eight hours (8) per day and five (5) 
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days per week, it shall be performed at straight time provided the employee is afforded sufficient time off 
so as to compensate for any days worked in excess of five (5) days per week. 
Section 5.4 - Joint Committee 
A joint committee shall be created to review issues relating to starting and quitting times, flexitime 
scheduling, shift assignments, and other matters related to hours of work. Recommendations of this 
committee shall be advisory only. However, the parties may mutually agree to amend the Agreement 
consistent with the recommendation of the committee. 
ARTICLE 6.0 - WAGES 
Section 6.1 - Base Pay 
The hourly wage rate for straight time work to be paid to each employee covered by this 
Agreement during the period thereof, according to his or her particular classification, shall be that hourly 
rate as set forth in the pay plan for the City of Niagara Falls, New York, for the years of the Agreement, 
which pay plan for the year 2000 is attached hereto and marked as "Schedule B" and incorporated herein 
in the same manner as though specifically herein set forth. 
Subsection 6.1.1 
Effective January 1, 1998, wages will be increased one and one-half percent (1.5%). Effective 
January 1, 1999, wages will be increased three percent (3%). Effective January 1, 2000, wages will be 
increased four percent (4%). These amounts shall be specified in the Pay Plan for the City of Niagara 
Falls, New York and incorporated into "Schedule B". 
Subsection 6.1.1 (a) 
A $500.00 payment to all current bargaining unit employees for the closure of contract years 1996 
and 1997 when bi-weekly direct deposit begins. This payment will be added to the 1997 base salary 
effective January 1, 1998. 
Section 6.2 - Increments 
Each employee covered by the terms of this Agreement shall be accorded the normal and 
longevity increments as provided for in the pay plan of the City of Niagara Falls, New York, upon his 
completion of requirements necessary to receive said increments. 
Subsection 6.2.1 
Effective July 1, 1984 the pay plan shall reflect the institution of a fourth step to be computed in 
9 
the same manner as previous steps in the pay plan at ten cents ($.10) per hour above the third step at 
'­
each longevity level for each grade.
 
Section 6.3 - Overtime
 
In those departments where work is performed pursuant to a regular schedule of eight (8) 
hours per day and five (5) days per week, all work performed in excess of the regular schedule shall be 
considered overtime and paid at a rate of time and one-half of the regular hourly rate. 
Sick Time shall be used in the computation of overtime. 
Subsection 6.3.1 
In those departments where work is performed pursuant to a regular schedule other than the eight 
(8) hours per day and five (5) days per week schedule, all work performed in excess of the regular 
scheduled work week shall be paid at the rate of time and one-half of the regular hourly rate. 
Section 6.4 - Shift Differential 
All employees covered by this Agreement and assigned to shift work shall be paid a shift 
differential as follows: 
Subsection 6.4.1 
"A" Shift - normal day shift - none. 
Subsection 6.4.2 
"B" Shift - starting time after 12 o'clock - twenty-five cents ($.25) per hour. 
Subsection 6.4.3 
"C" Shift - starting time after 12 o'clock - midnight but before normal shift - thirty-five cents ($.35) 
per hour. 
Section 6.5 - Call-in Time 
All employees covered by this Agreement shall be paid one (1) hour at regular time when called in 
to work which time shall be known as "call-in time." Call-in time shall be paid in addition to actual hours 
worked, but it shall not be computed in the total hours worked for purposes of overtime. 
Subsection 6.5.1 
In addition, all employees called in to work shall be guaranteed two (2) hours of work at time and 
one-half the regular hourly rate. 
Section 6.6 - Lunch 
The City shall at its expense, provide lunch allowance of $3.50 for any employee by the terms of 
this Agreement who is required to work at least two (2) hours overtime. Such employees shall be 
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provided an additional lunch at the expense of the City for every four (4) hours overtime required to be 
worked thereafter. 
Subsection 6.6.1 
Administrative Directives governing lunch policy is made a part of this agreement and attached 
hereto as Schedule E and make a part hereof. 
Section 6.7 - Acting Pay 
All employees covered by this agreement who are assigned by the Department Head or his 
designee to work in a higher grade position will be paid "acting pay" at the higher rate. These 
assignments are designed to be short term to fill in for employees off work. The "acting" assignment 
should not exceed 30 days. 
ARTICLE 7.0 - RETIREMENT PLAN 
Section 7.1 - New York State Employees' Retirement System 
The City agrees to continue the retirement plan which is presently in existence under the New 
York State Employees' Retirement System for all the members covered by the terms of this Agreement 
who are now or shall become in the future, members of the New York State Employees' Retirement 
System, however, to the availability of such plan as applied to new members. 
ARTICLE; 8.0 - GRIEVANCE PROCEDURE 
Section 81 - Disputes 
Any dispute arising concerning the interpretation of the terms of this contract or the rights claimed 
to exist hereunder shall be the subject of a grievance and shall be processed in accordance with the 
Grievance Procedure for Hourly employees adopted by the City Council on the 27th day of December, 
1965, as amended, which Grievance Procedure is attached hereto and marked "Schedule A". 
ARTICLE 9.0 - TIME OFF WITH PAY 
Section 9.1 - Holidays 
All employees covered by this Agreement shall be entitled to eleven (11) holidays, to be observed 
as may be designated by the City or prescribed by law with pay as follows: New Year's Day, Martin Luther 
King, Jr. Day, Lincoln's Birthday, Washington's Birthday, Memorial Day, Independence Day, Labor Day, 
Columbus Day, Veterans' Day, Thanksgiving Day and Christmas Day. All employees shall be granted one 
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(1) additional paid holiday known as "Birthday." An employee shall be entitled to take off the actual day 
-. 
which corresponds with his birth date or shall take off an alternative day within one (1) week of his actual
 
birth date at the convenience of the employer.
 
Subsection 9.1.1 - Holiday Pay Eligibility
 
Effective 1997, an employee who is absent from work the last scheduled work day before one of 
the numerated holiday(s) and/or the scheduled work day after a holiday(s), will not be eligible for holiday 
pay unless the absence was due to a death of a member of the employee's immediate family as defined in 
the Bereavement Section, Vacation, Personal Day, Jury Duty Sections of the Collective Bargaining 
Agreement. 
1.	 If the employee elects to work a scheduled holiday and fails to report for work, he/she will 
not be paid holiday pay. 
2.	 Not excusable absences are sick days, worker's compensation or other time off which is 
not one of the enumerated exceptions listed above. 
The Department Head may consider extenuating circumstances and excuse an absence on one of the 
scheduled work days. 
Section 9.2 - Vacations 
All employees covered by the terms of this Agreement shall be entitled to annual vacation with pay 
in addition to the holidays mentioned in Section 1 as follows: 
Subsection 9.2.1 
During the first calendar year of employment - no vacation with pay. 
Subsection 9.2.2 
During the second calendar year of service - 5/6th of one (1) working day for each month of 
service in the previous calendar year. 
Subsection 9.2.3 
After the second calendar year of service - two (2) work weeks. 
Subsection 9.2.4 
After five (5) years or completion of two hundred sixty (260) weeks of service - three (3) work weeks. 
Subsection 9.2.5 
After ten (10) years or completion of five hundred twenty (520) weeks of service - four (4) work weeks. 
Subsection 9.2.6 
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After fifteen (15) years or completion of seven hundred eighty (780) weeks of service - five (5) 
work weeks. Any City employee hired after September 1, 1979, shall be limited to earning no more than 
four (4) weeks of vacation in any calendar year. 
Subsection 9.2.7 
After twenty-five (25) years or completion of thirteen hundred (1300) weeks of service - six (6) 
work weeks except as limited by subsection 9.2.6 above. 
Subsection 9.2.8 
Unused vacation may be accumulated up to a maximum of twelve (12) weeks including current 
year vacation with the provision that a minimum of thirty (30) days advance notice be given of the intent to 
use such vacation. Employees hired after September 1, 1979 may accumulate unused vacation up to a 
maximum of eight (8) weeks. 
Subsection 9.2.9 
Effective 1997, employees may convert accrued vacation leave into a cash payment at each 
individual employee's per diem rate in effect at the time of the conversion. Employees who request 
vacation cash conversion must do so during the month of August (beginning 1997 for 1998) of the 
preceding year. 
The maximum number of vacation weeks which may be converted into cash is two (2) weeks 
provided the employee uses the same number of vacation weeks for which they are requesting 
conversion. 
Vacation Cash Conversion will be payable during the month of July. 
If an employee converts vacation time into cash and does not take the equal number of week(s) 
off, they will not be able to carryover those weeks into the next year. 
Subsection 9.2.10 
Retirees may convert their full complement of unused vacation to cash at the time of retirement. 
The rate of conversion shall be the per diem rate in effect at the time of retirement. 
Section 9.3 - Sick Leave 
During the term of this Agreement. the Union may elect to have a Sick Bank Program. 
Subsection 9.3.1 
All employees covered by the terms of this Agreement shall be entitled to pay for absence from 
work because of illness as follows: 
Each employee shall be entitled to one (1) day of sick leave credit for each month of service 
with the right to accumulate one hundred eighty (180) days. 
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Subsection 9.3.2 
Whenever an employee is absent because of personal illness, the number of days of absence 
with pay shall be charged against his sick leave credit. 
Subsection 9.3.3 - Verification 
An employee covered by the terms of this Agreement who is entitled to sick leave in accordance 
with the above Subsections (9.3.1 and 9.3.2), shall be paid while absent from work due to personal 
illness/injury. If such illness continues beyond three (3) working days, the City may, in its discretion, direct 
the employee to verify their illness/injury with a statement from the attending physician. 
An employee covered by the terms of this Agreement, who is entitled to sick leave in accordance 
with the above sub-sections, shall be entitled to be absent from work due to personal illness/injury with a 
statement from the attending physician. An employee off work due to illness/injury for 20 consecutive 
work days or more, may be required to undergo an examination by a City-designated physician(s) for 
determining the necessity for continuation of sick leave. Such examination will be limited to the particular 
ailment or injury for which the employee is claiming sick leave. 
In the event of a difference in opinion between the employee's physician(s) and the City's designated 
physician(s), the matter may be referred to a third physician mutually agreed to by both parties. The opinion of this 
independent physician shall be binding. 
Subsection 9.3.4 
Effective 6/30/97, the current 20% buy back of unused sick time at termination of employment will 
be changed to the following: 
In an effort to encourage and reduce, the use of sick time, the following schedule will be utilized: 
1 - 99 days 20% 
100 - 199 days 40% 
200 & over 60% 
Section 9.4 - Personal Leave 
Effective January 1, 1976, all members of the bargaining unit will be eligible to take three (3) days 
annual personal leave. The employee will be eligible for such days on January 1 of each year. Personal 
leave days may be accumulated up to a maximum of five (5) days. The employee, however, must give 
notification in advance to the employee's department head. Except in cases of emergency, such 
notification will be in direct relation to the number of days requested. (For example: one day leave - one 
day advance notification; five days leave - five days notification). 
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Subsection 9.4.1 
Personal leave accruals available to a terminated employee shall be made on a pro rata basis. If 
the terminated employee shall have used more of his personal leave days that would have been made 
available to him on a pro rata adjustment, then the employee's final salary shall be adjusted so that the pro 
rata provision hereinbefore set forth shall apply. An adjustment of salary to include, on a pro rata basis, 
unused personal leave days shall also be made. 
Section 9.5 - Severance Pay 
Severance pay will be granted to employees laid off because of reduction work force. Such pay 
will be computed as follows: 
Years of Service Weeks of Pay 
1 - not more than 2 2 
Over 2 - not more than 5 5 
Over 5 - not more than 10 8 
Over 10 - not more than 15 12 
Over 15 - not more than 20 20 
Over 20 - not more than 25 25 
Over 25 ­ 52 
Subsection 9.5.1 
If an employee receives severance pay and subsequently is rehired, computation of "years of 
service" as used above will begin with the date of rehire. This severance pay clause does not apply to 
employees having temporary or seasonal status. This clause in no way contravenes or modifies the 
existing provisions governing the application of seniority. 
Section 9.6 - Service-Connected Disability 
Effective 6/30/97, a City employee losing time from work for injuries incurred during the course of 
employment shall be entitled to Workers' Compensation benefit as follows: 
Workers' Compensation Policy 
a.	 Upon injury, employee will be offered examination by Occupational Health Unit at M.M.C. 
and may receive treatment at employee's option. If employee exercises right to refusal, 
City may later have employee examined by City's physician. Disputes will be handled 
through Compensation Board Referee. 
b.	 An employee who is off work seven (7) calendar days or less due to a work-related 
injury/illness, and has filed for Worker's Compensation, reported to Occupational Health 
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and returns to work on or before the seventh (7th) day, may utilize five (5) sick days. Their 
'. 
sick time will be paid retroactive. 
c.	 If, however, the employee remains off work eight (8) calendar days or more and is 
approved by Worker's Compensation, they will receive Worker's Compensation Statutory 
pay for the first two (2) weeks. The City will maintain these contractual benefits for the 
duration of the compensation period: Medical, dental and prescription coverage, 
contribution to the Retirement System at the earning rate. 
d.	 Beginning the third (3rd) week, the City will subsidize the statutory pay to the employees' 
full payroll for a period not to exceed eight (8) weeks. 
e.	 Should the injury continue, the employee shall receive straight compensation allotment as 
per statutory rate for the next 18 week period with the following provisions: 
1.	 No accrual of sick time during the 18 week period. 
2.	 An employee will be credited one sick day for each holiday that falls during the 
compensation period; days are to be credited at the end of the compensation 
claim. 
3.	 The compensation leave shall not constitute a gap in seniority for the purposes of 
benefits, such as accrual of vacation, vacation eligibility, or placement on a 
longeVity scale, and for purposes of layoff. 
f.	 This policy shall be administered by the City in the following manner: 
1. A separate payroll list shall be established consisting of employees on Workers' 
Compensation. 
2.	 Employee shall receive direct payment from compensation carrier. 
3.	 The City shall supplement such payment to full salary during the eight (8) week 
period. . 
4.	 The 26 week clock shall be monitored by this payroll record. Reoccurring injuries 
shall continue the clock to the maximum of 26 weeks. 
9	 The employee will not be able to deplete any accumulated time while on compensation 
leave. Such accumulated time will become available for use upon return to job. 
h.	 It is mutually agreed that individuals on compensation may be examined for light duty. 
Upon certification of same, employee may be called back to work to perform functions 
needed within the division subject to the limitations as prescribed by the physician. 
Subsection 9.6.1 
Determination under the Workman's Compensation Laws of New York State as to whether or not 
disability is service-connected and as to the extent of such disability shall be conclusive. 
Subsection 9.6.2 
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Disability as a result of compensable injury sustained from accident occurring prior to the effective 
date of this section shall receive benefits in accordance with regulations and laws in effect at the time of 
injury. 
Section 9.7 - Bereavement Leave 
In the case of death of a member of the immediate family of any employee covered by the terms 
of this Agreement, such employee shall be granted as an excused absence, such time, not in excess of 
four (4) working days, as reasonably may be needed in connection therewith. Any of the first four (4) days 
beginning of the day of the death or on the day following the day of the death on which the employee is 
excused from his regularly scheduled work, shall be paid for at the employee's regular rate, but such 
hours and pay shall not be considered as hours worked in computing overtime payable for hours worked 
in excess of the regular work week. 
Subsection 9.7.1 
For the purpose of determining eligibility for the foregoing benefits, an immediate member 
of the family shall be limited to father or mother, father-in-law or mother-in-law, brother-in-law, 
sister-in-law, son-in-law, daughter-in-law, husband or wife, brother or sister, son or daughter. 
Subsection 9.7.2 
No pay allowance shall be made for multiple or for simultaneous deaths occurring with any four 
(4) day period. No pay allowance shall be granted in the case where, because of distance or other cause, 
the employee does not attend the funeral of the deceased. No pay allowance shall be granted 
commencing with the second day after the holding of the funeral unless such time is actually spent in 
returning to the City of Niagara Falls from a funeral held outside of the City, but in no case shall more than 
a maximum of four (4) working days be granted. 
Subsection 97.3 
In the case of the death of a grandparent or grandchild, any employee covered by the terms of 
this agreement shall be granted one (1) day excused absence as bereavement leave. 
ARTICLE 10.0 - INSURANCE 
Section	 10.1 - Hospitalization 
Effective June 30, 1997, in an effort to reduce the cost of health care and share the savings with 
City employees the following program is offered: 
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The current Blue Cross/Blue Shield Traditional Plan will no longer be offered. The current rate of $630.
 
Per month per family plan and $280. Per month single family plan will be used as the maximum premium
 
base which the City will pay at 100%.
 
Employees have the option of the following Health Plans:
 
1.	 City Sponsored Traditional Plan 
2.	 City Sponsored PPO (HMO) without referral requirement 
3.	 Choice Care Plan 
4.	 Independent Health Gold 
5.	 Community Blue Option 1 
6.	 Blue Cross/Blue Shield Traditional Alternative Plan 
A.	 Employees who elect either the City Sponsored Traditional Plan, City Sponsored PPO (HMO) 
Plan, or Choice Care Plan will receive an incentive in the amount of One Thousand Dollars 
($1,000.) payable in a lump sum December 15th of each year. This incentive will be pro-rated for 
1997 only. This incentive will be reoccurring annually through the duration of the Agreement 
provided the employee remains a member in one of these health care plans. Employees who 
select Blue Cross/Blue Shield Traditional are NOT eligible for the incentive. 
B.	 Employees who select Independent Heath Gold (Encompass A) Plan or Community Blue Option 
1, the incentive for this selection will be Seven Hundred Fifty Dollars ($750.) per year, pro-rated 
for 1997 only. 
1.	 The premium base for these plans have been set at $370 per month Family Plan and 
$130 per month Single Plan. For each increase in premium of $25 above the base, the 
incentive of $750 will be reduced in $25 increments. 
C.	 Buy-Out: Employees who have coverage through their spouse and cancel health care coverage 
with the City will be eligible for a One Thousand Five Hundred Dollar ($1,500.) incentive payable 
December 15th of each year. For the year 1997, the incentive will be pro-rated. 
1.	 This provision does not apply to spouses who are both employed by the City. 
2.	 In the event an employee requests a return to one of the City Health Care Plans during 
the calendar year, the full month(s) in which the employee was not participating will be 
charged against the incentive payable December 15th for that year. There will be no 
compounding of the Health Care Incentive and the Buy-Out Incentive. 
3.	 The window period for health care option selection will be during the month of August for 
the following year. 
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D. New Employees - will not be eligible for the Traditional Alternative Blue Cross/Blue Shield Plan. 
1.	 New employees are defined as individuals who are hired after the signing date of this 
Agreement. Excluded in this definition are all former employees who are either on lay-off 
status and recalled from the lay-off or civil service preferred list, provided they have not 
exercised their right of refusal or the recall/preferred list has not expired, they quit or 
terminated their employment regardless of the reason. 
New employees may elect to participate in one of the available City Sponsored Health Care 
Options. However, the following schedule will apply: 
1.	 The first six (6) months of employment, the employee will be responsible for 100% of the 
premium cost per month. 
2.	 Commencing on the seventh (ih) month of employment, the employee and the City will 
share the premium cost at the rate of 80% by the City and 20% by the employee. This rate 
will remain in effect for the remainder of the employee's employment with the City. 
a.	 The premium cost will be deducted bi-weekly through payroll deductions 
commencing with the first pay. 
3. New Employees as defined above shall not be eligible to receive the incentive. 
E.	 This incentive program will terminate at the expiration date of this Agreement. 
F. See SCHEDULE "H" attached for description of various health plan benefits. 
Subsection 10.1.1 - Dental Insurance 
The City will provide a dental insurance to all members of the bargaining unit and to all those members 
retiring on or after October 1, 1979, who are eligible in accordance with Section 10.2 of this Article. The 
Dental Plan shall be the Group Health Incorporated Spectrum 2000 Dental Plan. 
Section 10.2 - Hospitalization - Retiree 
All employees covered by the terms of this Agreement and who retire on or after January 1, 1979 
shall be entitled to group hospitalization and surgical benefits in accordance with the plan as provided for 
in Section 10.1, so long as the employee has reached or passed age 55 and has accumulated a 
combination of years worked plus age so that such a combination totals seventy (70) or greater. 
Subsection 10.2.1 
All service recognized by the New York State Employee's Retirement System shall be recognized 
by the City of Niagara Falls as years of service for purposes of eligibility for medical and life insurance 
benefits for retirees subsequent to January 1, 1981. 
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Subsection 10.2.2. 
For the purposes of Section 10.2, the length of service shall include all military service time which 
has been credited to the employee by the retirement system. 
Subsection 10.2.3 
Such benefit shall continue until the individual reaches the age of sixty-five (65), at which time, the 
City agrees to provide group hospitalization and surgical benefits supplemental to Medicare for those who 
qualify under this contract. 
Subsection 10.2.4 
It is further agreed by all parties that the City has the right to deny the benefit of medical and 
hospital insurance coverage, including the Dental Rider to any employee or retiree when it is ascertained 
that such person is eligible for the equivalent of such coverage as provided by the City from another 
employer, group or organization at no cost to such person. It is further understood that the City is only 
responsible for supplemental coverage when such person qualifies for Medicare. 
Section 10.3 - Hospitalization When Sick 
Subsection 10.3.1 
The City will continue to pay for health insurance benefits one (1) month for each year of service 
for employees retiring under the New York State Disability Retirement Plan. 
Subsection 10.3.2 
The City further agrees to provide health insurance benefits for employees on certified sick leave 
as long as they are on paid sick leave. 
Subsection 10.3.3 
The City further agrees to provide health insurance benefits for employees on sick leave without 
pay as follows: one month coverage for each year of service to a maximum of twelve (12) months. 
Section 10.4 - Life Insurance 
All employees while in the employ of the City and covered by the terms of this Agreement shall be 
entitled to life insurance. 
Subsection 104.1 
The face amount equal to the lowest thousand dollar sum of the salary of said employee. The 
cost of said life insurance shall be paid by the City of Niagara Falls, New York. 
Subsection 10.4.2 
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For employees retiring at age sixty-two (62) or over with twenty (20) years of City employment, the 
City will provide life insurance protection in the amount of One Thousand Dollars ($1,000.00). 
Subsection 10.4.3 
An employee who has at least thirty (30) years of service including purchased military service time 
up to three (3) years shall have the one-time option of electing to receive $1,000.00 of life insurance 
protection or continued participation in the City group hospitalization plan. If the retiree elects to take the 
hospitalization option, he (or she) will be required to certify annually on a form provided by the Personnel 
Department, that he is not receiving hospitalization coverage as a result of other employment; and in the 
event such certification is not received, coverage for that year will not be provided. 
Subsection 10.4.4. 
Subsequent to January 1, 1981, for purposes of Subsection 10.4.2 and 10.4.3, the City shall 
recognize all service recognized by the New York State Employee's Retirement System as "years of 
service". 
ARTICLE 11.0 - EQUIPMENT 
Section 11.1 - Safety Shoes 
The City agrees to provide safety shoes to employees whose work requires protection against foot 
injuries. Employees who require safety shoes will be limited to one (1) pair per year, at a cost to the City 
not to exceed $75.00 per pair. The City's shoe program shall be administered by a committee consisting 
of the Director of Personnel, Safety Coordinator and Union President. Union may choose City option of 
Shoe Van or maintain current safety shoe program. 
Section 11.2 - Work Clothes or Uniforms 
The City agrees to continue the current practice with regard to providing work clothes or 
uniforms only to those operational employees presently receiving same and only on the same basis and to 
the same extent that the respective employees are presently receiving them. 
ARTICLE 12.0 - SPECIAL COMMITIEE 
Section 12.1 - Safety 
A committee comprised of three (3) persons from labor and three (3) from management, shall be 
formed to make recommendations of safety issues to the Labor Relations Committee. The committee on 
safety shall meet on a regular basis and the meetings shall take place during regular working hours. 
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Section 12.2 - Advisory Committee 
A joint committee shall be created to review issues relating to starting and quitting times, flexitime 
scheduling, shift assignments and other matters related to hours of work. Recommendations of this 
committee shall be advisory only. However, the parties may mutually agree to amend the agreement 
consistent with the recommendations of the committee. 
ARTICLE 13.0 - SEPARABILITY 
Section 13.1 - Provisions in Violation of Law 
This Agreement and all provisions herein are subject to all applicable laws, and in the event any 
provision of this Agreement is held to violate such laws, said provision shall not bind either of the parties 
but the remainder of this Agreement shall continue in full force and effect. 
ARTICLE 14.0 - NO STRIKE PROVISION 
Section 14.1 - Comply with Law 
The Union agrees that it shall not engage in any strike in strict compliance with the provisions of 
the New York State Public Employee's Fair Employment Act. 
Subsection 14.2 - Filing with City Clerk 
The Union agrees that it shall file with the City Clerk of the City of Niagara Falls, New York, for the 
period of its unchallenged representation status the affirmation that it does not assert the right to strike as 
provided by the New York State Public Employees' Fair Employment Act. 
ARTICLE 15.0 - ASSIGNABILITY 
Section 15.1 - Obligations 
At any time during the continuance of this Agreement, either party shall have the right to sell, 
assign, transfer and set over this contract with all its rights, title and interest therein to any person, firm or 
corporation, and the assignee thereof shall acquire all the rights granted to the assignor and shall be 
subject to any obligations that the assignor may have under this contract. 
ARTICLE 16.0 - REQUIRED APPROVAL 
Section 16.1 - Legislative Action 
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It is agreed by and between the parties that any provisions of this Agreement requiring legislative 
action to permit its implementation by amendment of law or by providing the additional funds therefor, 
shall not become effective until the appropriate legislative body has given approval. 
ARTICLE 17.0 ~ DURATION OF AGREEMENT 
Section 17.1 - Terms 
The effective date of this Agreement is January 1, 1996. This Agreement shall remain in full force 
and effect until December 31, 2000, with no reopeners except as specifically enumerated herein, and from 
year to year thereafter, unless either party serves written notice of their desire to amend, modify or 
terminate this Agreement. 
Subsection 17.2 - Notice 
Notice of intent to negotiate the contract shall be given by the Union to the City before March 31 of 
each year the contract terminates. 
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SCHEDULE "A" 
GRIEVANCE PROCEDURE FOR CITY OF NIAGARA FALLS
 
HOURLY EMPLOYEES
 
Section 1 - Declaration of Policy 
The purpose of this Grievance Procedure is to provide an orderly process whereby the labor class 
Civil Service employees of the City of Niagara Falls may equitably and expeditiously settle any difference 
or grievances that may arise in the course of their employment, free from coercion, restraint, interference, 
discrimination or reprisal. The provisions contained herein shall liberally be construed for the 
accomplishment of these objectives. 
Section 2 - Definition 
As used herein, the following terms have the following meanings: 
a. ~ means the City of Niagara Falls. 
b. "Employee" shall mean any person who is a member of the Bargaining Unit as 
the same is defined in the contract between the City of Niagara Falls, New York and 
District 4, United Steel Workers of America, Local 9434-02. 
c. "Superiors" means persons regardless of title, who are assigned to exercise any 
level of supervisory responsibility over city employees. 
d. "Committee" means the Labor Relations Committee, as established by resolution 
of the City Council dated February 3, 1964 and amended February 1, 1965, or as 
otherwise designated by City Council. 
e. "Decision" means the written disposition and determination of a grievance by the 
Labor Relations Committee and/or Arbitrators. 
f. "Days" shall mean all days other than Saturday, Sunday and legal holidays. 
Sunday, Saturday and legal holidays shall be excluded in computing the number of days 
within which action must be taken or notice given within the terms of this procedure. 
g. "Representative" shall mean any person, persons or group selected by the 
employee to stand or act for said employees. 
h. "Grievance" shall include all claimed violations of any contract existing between 
the City of Niagara Falls and the employees covered by this Agreement and in addition, 
shall include all claimed violations, misinterpretations, inequitable applications of the 
existing written rules, procedures, regulations, administrative orders or work rules of the 
City of Niagara Falls, New York or department or agency thereof, all of which relate to or 
involve employee health or safety, physical facilities, materials or equipment furnished to 
employees or supervision of employees, including matters involving employee's rates of 
compensation, retirement benefits, and disciplinary proceedings where the consideration 
of such would not be contrary to any law, rules or regulations haVing the force and effect 
of law. 
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Section 3 - Basic Standards and Principles 
All grievances shall be presented within 180 calendar days from the date of the cause of the 
grievance occurs. In those instances where the nature of the grievance is such that it cannot be readily 
known, the grievance shall be filed within one (1) year from the date the grievance occurs. Unless the 
grievance is filed in accordance with the time limitations of this section, it shall not be entitled to 
consideration under this procedure. 
It is understood and agreed that all grievance that may have occurred prior to January 1, 1969, 
may be filed at any time prior to June 30, 1969. If the same are not filed, they shall not be considered. 
Every employee shall have the right to present his grievance in accordance with the procedure 
provided herein, free from interference, coercion, restraint, discrimination or reprisal, and shall have the 
right to be represented at all stages thereof. 
It shall be a fundamental responsibility of persons in supervisory capacity at all levels, 
commensurate with the authority delegated to them by their superiors, promptly to consider and take 
appropriate action upon grievances presented to them by employees under their supervision. To such 
extent as is practicable, appropriate authority is hereby delegated to such persons with supervisory duties 
to take such steps as may be necessary to give effect to the provisions prescribed herein. 
It shall be the responsibility of the head of appropriate department or agency of the City of Niagara 
Falls to take such steps as may be necessary to give effect to the provisions prescribed herein. 
Section 4 - Procedure 
A three-stage grievance procedure with a right of arbitration for employees of the City of Niagara 
Falls is hereby established as follows: 
A. First Stage 
The first procedural stage shall consist of the employee's presentation of his grievance to 
his immediate superior who shall to such extent as he may deem appropriate, consult in turn with 
his superiors. A statement of grievance at this stage shall be presented on a written form stating 
the nature of the grievance and the date submitted and shall be receipted by the employee's 
superior. The discussion and resolution of the grievance at the first stage shall be on an oral and 
informal basis. However, the action taken at this stage shall be in writing, which writing shall 
contain the date such action is taken. If such grievance is not satisfactorily resolved at this first 
stage within two (2) days from the date of submission, the aggrieved employee may proceed to 
the second stage. 
B. Second Stage 
The second procedural stage shall consist of a request by the aggrieved employee for a 
review and determination of his grievance, by the head of the department concerned or his 
designee. In such case, the aggrieved employee and his immediate superior shall each submit to 
the head of the department concerned or his designee, within two (2) days of the date of the 
action taken in the first stage, a written statement setting forth the specific nature of the grievance 
and the facts relating thereto. Such statement shall be made upon a form numbered and supplied 
by the Personnel Department of the City of Niagara Falls. Upon receipt of the statement of the 
grievance, the department head concerned or his designee shall, at the request of the employee, 
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hold an informal hearing at which the employee and/or his representative shall appear and 
present oral and written statements or recommendations. 
C. Third Stage 
The third procedural stage shall consist of a request by the aggrieved employee for a 
review and determination of his grievance by the Labor Relations Committee. In such a case, the 
aggrieved employee shall submit his request to the Labor Relations Committee within five (5) 
days from the date of the determination of the department head. The department head, upon 
notice, shall forward all papers filed pursuant to said grievance to the Labor Relations Committee. 
The Labor Relations Committee shall promptly consider all grievances properly presented to it. 
The Committee in its discretion may conduct a formal hearing under oath or otherwise, taking 
testimony of the parties and their witnesses, receiving documents or other papers submitted to it, 
issue subpoenas and establish rules for the conduct of the hearings not inconsistent with this 
grievance procedure. 
The Labor Relations Committee shall make its determination of the grievance and shall 
render its decision in writing within then (10) days from the date of the submission to them of said 
grievance. The decision shall be filed with the City Administrator and a copy shall be filed in the 
office of the Personnel Department of the City of Niagara Falls, which copy shall be open to 
inspection to all parties with an interest therein. Copies of the decision shall be sent to all persons 
directly concerned and affected by it. 
If such grievance is not satisfactorily resolved at the third stage within ten (10) days, such 
employee may proceed to arbitration. 
D. Arbitration 
All disputes which are not amicably settled as provided for in Section A, Band C of this 
grievance procedure shall, upon the written demand of either of the parties hereto, be submitted 
to a board of competent and disinterested arbitrators. Said board shall be selected within three 
(3) days after written notice demandrng the appointment of said board by either of the parties 
hereto, which demand must be made within ten (10) days of the date of the Labor Relations 
Committee's decision. Said board shall be selected in the following manner: The employee 
and/or his representative shall appoint a competent and disinterested arbitrator, and the City of 
Niagara Falls shall likewise appoint a competent and disinterested arbitrator, and the said two (2) 
arbitrators selected shall select a competent and disinterested umpire. Said umpire shall be 
named by said arbitrators within three (3) days after said arbitrators have been officially notified of 
their appointment, which notice of appointment shall be made immediately upon selection of the 
respective arbitrators. In the event of the failure of said arbitrators to agree upon a competent and 
disinterested umpire, then, and in that event, either or both of the parties to this Agreement shall 
request the Public Employment Relations Board to select a panel of not more than five (5) 
arbitrators from Western New York area from which the parties hereto shall select the umpire. 
The decision of the Board of Arbitrators thus selected, shall be binding upon both parties to this 
Agreement when the same has been made in writing and a copy filed with the employee and/or 
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his representative and with the Labor Relations Committee of the City of Niagara Falls. Said 
decision shall be signed by at least two (2) members of said Board of Arbitrators, and shall be 
considered as a final determination of the question or questions submitted to arbitration. Each 
arbitrator shall be paid by the party appointing him, and both parties hereto shall divide the 
expenses and fees of the umpire selected. 
Section 5 - Meetings 
All meetings called or scheduled pursuant to a stated grievance shall whenever practicable, be 
scheduled between the hours of 9 AM and 5 PM, Monday through Friday of any work week. Any 
employee scheduled to work when a meeting is scheduled, shall continue to receive normal compensation 
notwithstanding his attendance at said meeting. 
Section 6 - Union Attendance 
The Union or employee's association representing the employee involved in any grievance 
proceeding shall have the right to attend all proceedings conducted pursuant to this grievance procedure, 
subsequent to the first proceeding as contained herein in subparagraph A of Section 4. 
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WAGE SCHEDULE B
 
CITY OF NIAGARA FALLS, NEW YORK
 
LOCAL 9434-02 - HOURLY
 ~I
-.J 
::> 
~I 
:I: 
U (l)k3RADE 1 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
1ST STEP = 1. 
ANNUAL HOURLY 
21594.14 10.3818 
21679.42 10.4228 
21935.26 10.5458 
22504.35 10.8194 
23016.66 11.0657 
23642.32 11.3665 
EFFECTIVE 1/1/00 -12/31/00 
2ND STEP = 2. 
ANNUAL HOURLY 
21764.70 10.4638 
22163.02 10.6553 
22362.29 10.7511 
22874.38 10.9973 
23500.05 11.2981 
23955.36 11.5170 
3RD STEP = 3. 
ANNUAL HOURLY 
22163.02 10.6553 
22390.78 10.7648 
22589.63 10.8604 
23187.22 11.1477 
23699.10 11.3938 
24324.98 11.6947 
4TH STEP = 4. 
ANNUAL HOURLY 
22504.35 10.8194 
22703.62 10.9152 
22902.88 11.0110 
23556.83 11.3254 
23983.65 11.5306 
24637.81 11.8451 
Cleaner (5340) 
GRADE 2 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG..3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
22248.7~ 
22476.06 
22618.13 
23244.21 
23728.02 
24353.26 
HOURLY 
10.6965 
10.8058 
10.8741 
11.1751 
11.4077 
11.7083 
ANNUAL 
22504.35 
22732.11 
22959.46 
23613.62 
24068.93 
24581.02 
HOURLY 
10.8194 
10.9289 
11.0382 
11.3527 
11.5716 
11.8178 
ANNUAL 
22874.38 
23158.72 
23357.78 
23812.88 
24438.75 
24922.35 
HOURLY 
10.9973 
11.1340 
11.2297 
11.4485 
·11.7494 
11.9819 
ANNUAL 
23215.92 
23500.05 
23728.02 
24182.70 
24780.29 
25235.39 
HOURLY 
11.1615 
11.2981 
11.4077 
11.6263 
11.9136 
12.1324 .... M 
Building Attendant (5385) 
GRADE 3 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG.•2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
22874.38 
23158.72 
23357.78 
23812.88 
24438.75 
24922.35 
HOURLY 
10.9973 
11.1340 
11.2297 
11.4485 
11.7494 
11.9819 
ANNUAL 
23272.50 
23585.54 
23784.38 
24410.67 
24893.86 
25519.94 
HOURLY 
11.1887 
11.3392 
11.4348 
11.7359 
11.9682 
12.2692 
ANNUAL 
23671.02 
23841.58 
24239.90 
24666.30 
25235.39 
25775.78 
HOURLY 
11.3803 
11.4623 
11.6538 
11.8588 
12.1324 
12.3922 
ANNUAL 
23955.36 
24211.20 
24524.24 
25007.63 
25576.51 
26088.82 
HOURLY 
11.5170 
11.6400 
11.7905 
12.0229 
12.2964 
12.5427 
(NONE) 
GRADE 4 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG..5 
.0 
ANNUAL 
23699.10 
23870.08 
24296.48 
24780.29 
25377.46 
25804.06 
HOURLY 
11.3938 
11.4760 
11.6810 
11.9136 
12.2007 
12.4058 
ANNUAL 
24097.63 
24410.67 
24524.24 
25121.20 
25661.79 
26259.58 
HOURLY 
11.5854 
11.7359 
11.7905 
12.0775 
12.3374 
12.6248 
ANNUAL 
24495.95 
24780.29 
24922.35 
25548.22 
26060.11 
26572.00 
HOURLY 
11.7769 
11.9136 
11.9819 
12.2828 
12.5289 
12.7750 
ANNUAL 
24865.36 
25121.20 
25235.39 
25860.85 
26401.65 
26913.74 
HOURLY 
11.9545 
12.0775 
12.1324 
12.4331 
12.6931 
12.9393 
(NONE) 
01/14/2000 USWA Local 9434-02 1/1/00 - 12/31/00 
1ST STEP =1. 2ND STEP =2. 3RD STEP =3. 4TH STEP =4. 
GRADE 5 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG..2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
24068.93 
24438.75 
24581.02 
25178.61 
25747.49 
26288.08 
HOURLY 
11.5716 
11.7494 
11.8178 
12.1051 
12.3786 
12.6385 
ANNUAL 
24495.95 
24837.07 
25092.91 
25633.30 
26202.5t' 
26742.98 
HOURLY 
11.7769 
11.9409 
12.0639 
12.3237 
12.5974 
12.8572 
ANNUAL 
24865.36 
25178.61 
25519.94 
25889.55 
26543.92 
27056.22 . 
HOURLY 
11.9545 
12.1051 
12.2692 
12.4469 
12.7615 
13.0078 
ANNUAL 
25178.61 
25519.94 
25832.56 
26259.58 
26885.04 
27397.14 
HOURLY 
12.1051 
12.2692 
12.4195 
12.6248 
12.9255 
13.1717 
(NONE) 
GRADE 6 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG..3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
24524.24 
24837.07 
25121.20 
25661.79 
26259.58 
26771.68 
HOURLY 
11.7905 
11.9409 
12.0775 
12.3374 
12.6248 
12.8710 
ANNUAL 
24950.64 
25235.39 
25576.51 
26174.10 
26629.20 
27169.38 
HOURLY 
11.9955 
12.1324 
12.2964 
12.5837 
12.8025 
13.0622 
ANNUAL 
25519.94 
25661.79 
25889.55 
26543.92 
27226.78 
27652.98 
HOURLY 
12.2692 
12.3374 
12.4469 
12.7615 
13.0898 
13.2947 
ANNUAL 
25832.56 
25974.83 
26259.58 
26885.04 
27539.41 
27994.30 
HOURLY 
12.4195 
12.4879 
12.6248 
12.9255 
13.2401 
13.4588 
Climber-1 (5711) Maintenance Worker-1 (5760) 
(.oJ 
'" 
GRADE 7 
NORMAL INCREMENT 
WITH 5 YR. LONG..1 
WITH 10 YR. LONG..2 
WITH 15 YR. LONG..3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
24950.64 
25434.66 
25576.51 
26174.10 
26629.20 
27169.38 
HOURLY 
11.9955 
12.2282 
12.2964 
12.5837 
12.8025 
13.0622 
ANNUAL 
25548.22 
25804.06 
26060.11 
26572.00 
27084.10 
27681.68 
HOURLY 
12.2828 
12.4058 
12.5289 
12.7750 
13.0212 
13.3085 
ANNUAL 
25860.85 
26259.58 
26458.85 
26942.24 
27568.11 
28051.50 
HOURLY 
• 12.4331 
12.6248 
12.7206 
12.9530 
13.2539 
13.4863 
ANNUAL 
26230.67 
26572.00 
26828.26 
27283.57 
27909.02 
28421.12 
HOURLY 
12.6109 
12.7750 
12.8982 
13.1171 
13.4178 
13.6640 
(NONE) 
GRADE 8 
NORMAL INCREMENT 
WITH 5 YR. LONG..1 
WITH 10 YR. LONG..2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
25576.51 
25804.06 
26174.10 
26629.20 
27169.38 
27766.96 
HOURLY 
12.2964 
12.4058 
12.5837 
12.8025 
13.0622 
13.3495 
ANNUAL 
25889.55 
26259.58 
26486.93 
27027.52 
27596.40 
28136.58 
HOURLY 
12.4469 
12.6248 
12.7341 
12.9940 
13.2675 
13.5272 
ANNUAL 
26458.85 
26742.98 
27027.52 
27596.40 
28136.58 
28677.17 
HOURLY 
12.7206 
12.8572 
12.9940 
13.2675 
13.5272 
13.7871 
ANNUAL 
26828.26 
27056.22 
27368.64 
27937.73 
28478.11 
29047.20 
HOURLY 
12.8982 
13.0078 
13.1580 
13.4316 
13.6914 
13.9650 
*Automotive Mechanic's Helper (5935) Climber-2 (5712) Motor EqUip. Operator-1 (5121) 
*Automotive Mechanic's Helpers in the Automotive Shops receive premium rates of 10 cents per hour for work on heavy eqUip. 
01/14/?()1)0 USWA Local 9434-02: 1/1/00 - 12/31/00 
1ST STEP =1. 2ND STEP =2.	 3RD STEP =3. 4TH STEP =4. 
GRADE 9 ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY 
NORMAL INCREMENT .0 26174.10 12.5837 26486.93 12.7341 27027.52 12.9940 27368.64 13.1580 
WITH 5 YR. LONG. .1 26429.94 12.7067 26885.04 12.9255 27368.64 13.1580 27681.68 13.3085 
WITH 10 YR. LONG. .2 26742.98 12.8572 27084.10 13.0212 27652.98 13.2947 27994.30 13.4588 
WITH 15 YR. LONG. .3 27283.57 13.1171 27681.68 13.3085 28193.57 13.5546 28535.10 13.7188 
WITH 20 YR. LONG. .4 27795.87 13.3634 28250.77 13.5821 28705.66 13.8008 29075.70 13.9787 
WITH 25 YR. LONG. .5 28392.83 13.6504 28734.16 13.8145 29217.97 14.0471 29587.58 14.2248 
Maintenance Worker-2 (5770) UMotor Equipment Operator-2 (5120) Senior BUilding Attendant (5380) 
Traffic Control Maint Helper (5721) 
""Motor Equipment Operator-2 assigned to One-Man Side Loader(5122) will receive additional $1.00 per hour. 
GRADE 10 ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY
 
NORMAL INCREMENT .0 26543.92 12.7615 26913.74 12.9393 27568.11 13.2539 27909.02 13.4178
 
WITH 5 YR. LONG. .1 26885.04 12.9255 27368.64 13.1580 27795.87 13.3634 28079.58 13.4998
 
WITH 10 YR. LONG..2 27084.10 13.0212 27681.68 13.3085 28193.57 13.5546 28535.10 13.7188
 
WITH 15 YR. LONG. .3 27681.68 13.3085 28250.77 13.5821 28705.66 13.8008 29075.70 13.9787
 
WITH 20 YR. LONG. .4 28250.77 13.5821 28734.16 13.8145 29217.97 14.0471 29587.58 14.2248
 
WITH 25 YR. LONG. .5 28734.16 13.8145 29359.82 14.1153 29843.42 14.3478 30184.96 14.5120
 
(NONE) 
GRADE 11 ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY 
NORMAL INCREMENT .0 27056.22 13.0078 27652.98 13.2947 28136.58 13:5272 28478.11 13.6914 
WITH 5 YR. LONG. .1 27511.1'2 13.2265 27909.02 13.4178 28449.82 13.6778 28734.16 13.8145 
WITH 10 YR. LONG..2 27681.68 13.3085 28250.77 13.5821 28705.66 13.8008 29075.70 13.9787 
WITH 15 YR. LONG. .3 28250.77 13.5821 28734.16 13.8145 29217.97 14.0471 29587.58 14.2248 
WITH 20 YR. LONG. .4 28734.16 13.8145 29359.82 14.1153 29843.42 14.3478 30184.96 14.5120 
WITH 25 YR. LONG. .5 29359.82 14.1153 29872.13 14.3616 30441.22 14.6352 30754.05 14.7856 
(NONE) 
GRADE 12 ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY ANNUAL HOURLY 
NORMAL INCREMENT .0 27681.68 13.3085 28250.77 13.5821 28847.52 13.8690 29160.77 14.0196 
WITH 5 YR. LONG. .1 27937.73 13.4316 28563.81 13.7326 29103.98 13.9923 29417.02 14.1428 
WITH 10 YR. LONG. .2 28364.34 13.6367 28933.42 13.9103 29387.90 14.1288 29729.86 14.2932 
WITH 15 YR. LONG..3 28847.52 13.8690 29417.02 14.1428 29900.42 14.3752 30241.95 14.5394 
WITH 20 YR. LONG. .4 29388.32 14.1290 29985.70 14.4162 30497.79 14.6624 30838.91 14.8264 
WITH 25 YR. LONG. .5 29900.42 14.3752 30526.70 14.6763 31095.17 14.9496 31436.70 15.1138 
Climber·3 (5713)	 Maintenance Worker-3 (5780) Traffic Cont. Maint Worker (5722)
 
Motor Equipment Operator-3 (5125) Welder-1 (5975)
 
01/14/2000	 USWA Local 9434-02: 1/1/00 - 12/31/00 
1ST STEP =1. 2ND STEP =2. 3RD STEP =3. 4TH STEP =4. 
GRADE 13 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
31037.97 
31266.14 
31663.84 
32176.14 
32659.33 
33256.91 
HOURLY 
14.9221 
15.0318 
15.2230 
15.4693 
15.7016 
15.9889 
ANNUAL 
31578.77 
31863.10 
32204.64 
32745.23 
33285.62 
33882.78 
HOURLY 
15.1821 
15.3188 
15.4830 
15.7429 
16.0027 
16.2898 
ANNUAL 
32176.14 
32517.26 
32659.33 
33256.91 
33854.29 
34366.38 
HOURLY 
15.4693 
15.6333 
15.7016 
15.9889 
16.2761 
16.5223 
ANNUAL 
32517.26 
32830.51 
33000.86 
33598.45 
34195.41 
34679.22 
HOURLY 
15.6333 
15.7839 
15.8658 
16.1531 
16.4401 
16.6727 
Crew Leader (5496) Traffic Signals Repairer (5720) 
GRADE 14 
NORMAL INCREMENT 
WITH 5 YR. LONG. .1 
WITH 10 YR. LONG. .2 
WITH 15 YR. LONG. .3 
WITH 20 YR. LONG. .4 
WITH 25 YR. LONG. .5 
.0 
ANNUAL 
41478.32 
41677.38 
42018.91 
42559.09 
43070.98 
43668.56 
HOURLY 
19.9415 
20.0372 
20.2014 
20.4611 
20.7072 
20.9945 
ANNUAL 
41933.42 
42274.54 
42616.29 
43127.97 
43697.06 
44294.64 
HOURLY 
20.1603 
20.3243 
20.4886 
20.7346 
21.0082 
21.2955 
ANNUAL 
42559.09 
42872.54 
43070.98 
43668.56 
44237.44 
44777.82 
HOURLY 
20.4611 
20.6118 
20.7072 
20.9945 
21.2680 
21.5278 
ANNUAL 
42900.42 
43184.96 
43384.02 
43981.39 
44550.27 
45090.86 
HOURLY 
20.6252 
20.7620 
20.8577 
21.1449 
21.4184 
21.6783 
(NONE) 
w 
~ 
FLAT SALARIES 
HOURLY 
Fulltime Library Page (1565) 7.2830 
Seasonal Laborer-3 (5753) 8.3229 With Benefits 
Seasonal Laborer-2 (5752) Public Works 7.1980 No Benefits 
Seasonal Laborer-1 (5751) Parks 5.8500 No Benefits 
01/14/?(}00 USWA Local 9434-02: 1/1/00 -12/31/uu 
'. 
SCHEDULE"C"
 
AGENCY SHOP 
1. Pursuant to Chapters 677 and 678 of the Laws of the State of New York of 1977, and 
Article IV, Section 4 of the Collective Bargaining Agreement between the parties, the CITY agrees to 
forthwith implement agency shop fee deductions from the salaries of those employees of the CITY who 
are not members of the UNION, but who are represented by the UNION for purposes of collective 
negotiations, and to transmit such funds so deducted to the UNION in accordance with the definition of 
terms and delineation of procedures established in said Chapters 677 and 678 of the Laws of 1977. 
2. The parties agree to be bound by the provision of said Chapters 677 and 678 of the Laws 
of 1977 with regard to their respective rights, duties and obligations thereunder. 
3. The UNION hereby certifies by the execution hereof that it has established and will 
maintain a procedure providing for the refund to any employee demanding the return of any part of an 
agency shop fee deduction which represents the employee's pro rata share of expenditures by the UNION 
in aid of activities or causes of a political or ideological nature only incidentally related to terms and 
conditions of employment, as such procedure is reqUired by said Chapters 677 and 678 of the Laws of 
1977. 
4. The UNION agrees to indemnify and hold harmless the CITY and its officials or 
employees from any cause of action, claim of loss, or damages incurred as a result of the CITY'S 
deduction of an agency fee from any employee within the scope of this Agreement. The CITY agrees that 
all agency fees so deducted will be paid and transmitted to the UNION in the same manner as, and 
together with, the payment of deducted union dues. The UNION agrees that upon the transmittal of 
payment of the Agency fee deduction, the CITY and its officers and employees shall be relieved from all 
liabilities to deduct such fees and deliver such deduction to the UNION. 
The parties agree that the agreements herein contained will expire on September 1, 1979, and 
become null and void on such date unless the SUbject enabling legislation has been extended or 
reenacted by such time in which event, the terms and conditions herein set forth shall continue and remain 
in full force and effect and be binding upon the parties hereto for and during the duration of the new 
legislation, so far as legally permissible. 
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SCHEDULE "0" 
POSTING PROCEDURE 
Pursuant to Article 4.0, Section 4.7 of the Collective Bargaining Agreement between the City of 
Niagara Falls, New York and the United Steelworkers of America on behalf of Local 9434-02, a two-step 
procedure is hereby established for the posting of job vacancies in a classification within a division of a 
department as follows: 
1. When a permanent vacancy occurs in a classification within a division of a department, . 
posting of said vacancies shall be limited to the division in which the vacancy occurs for a period of five (5) 
days. 
2. If the vacancy cannot be filled within the five (5) day period from within the division, it shall 
be posted throughout the department within which that division is situate for a period of five (5) days. 
NOTICE 
Notification of job vacancy shall be posted by the Personnel Office. Notice shall contain the 
position, or job vacancy, and the description and specification necessary to fill said job. 
POSTING 
The notice shall be posted for a period of five (5) working days during which period all hourly paid 
employees within the division in which the vacancy occurs will be eligible to apply for said job, except as 
follows: 
A person transferred for any reason rrom one division into another division will be placed at the 
bottom of the seniority list in the division to which he has been transferred, and he shall remain there for a 
penod of one (1) year from the date of the transfer. At the end of the one year period, the person so 
transferred will be placed in the division into which he has been transferred at a position in accordance 
with his city wide seniority and may bid for any job vacancies that occur within that division. If, at any time 
during the one year period a job vacancy occurs in the division from which the person was transferred, he 
may apply for the job and his city wide seniority shall be taken into consideration. 
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APPLICATIONS 
Applications for said vacancies must be made on a form supplied by the Personnel Office of the 
City, and must be turned in prior to the end of the five (5) day period to the applicant's immediate superior 
who shall channel it to the Personnel Office. 
SCREENING 
A screening and selection period of sixty (60) days shall follow the end of the period allowed for 
posting. During the screening period, the Personnel Department shall select at least three (3), but not 
more than five (5) applicants from all applications submitted to it, from which group the applicant awarded 
the job will discuss the propriety of the selection with 9434-02 representative taking into consideration the 
seniority and the ability of the applicants. 
The job award shall be made prior to the end of the screening and selection period. If at the end 
of the period of five (5) working days allowed for the posting, or in the event it is determined after the 
screening period that the vacancies cannot be filled within a division of the department in which the 
vacancies occur, then, and in either of such events, there shall be an additional five (5) day posting period 
in the department in which the division is situate and City wide. 
Notice of the job award will be posted and copies will be sent to the union, to the appropriate city 
management and to the person selected. A sixty (60) day trial period will follow selection to determine 
ability on the job. The appointment may be contested during this sixty (60) day trial period. 
Any grievance concerning the job award must be made during the ten (10) working days following 
the job award. Any grievance received by the Personnel Department after this time will not be honored. 
During the five (5) days of posting and the following sixty (60) days of screening, a temporary 
appointment may be made wholly at the discretion of the city management. 
POSTING DIVISIONS 
For the purpose of this job posting procedure and only for this purpose, it is understood and 
agreed that the following list is complete and full of all of the divisions which are covered by the Collective 
Bargaining Agreement: 
Division of Public Works Department 
Automotive Sidewalk 
Sanitation Signals 
Street Construction & Maintenance Signs 
Street Cleaning Shops 
Line Crew Traffic Engineering 
Cable Splicing 
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Division of Convention Center Department 
Convention Center - Maintenance 
Division of Human Resources and Services Department 
Stadium 
Forestry 
Golf Course 
Hyde Park 
Ice Pavilion 
LaSalle Facility & Senior Citizens 
Market 
Division of Department of Public Utilities 
Administration 
Sanitary Sewers 
Storm Sewers 
Waste Water Treatment Plant Maintenance 
Water Inside Maintenance 
Water Outside Maintenance 
Division of Librarv 
Library 
Recreation Division: 
Playground 
Starters 
Rangers 
Cashier 
Buildings 
Rainbow Mall, Plaza and 
Wintergarden 
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SCHEDULE "E" 
OVERTIME LUNCH POLICY 
1. ADMINISTRATIVE DIRECTIVE #14 
OVERTIME LUNCH POLlCY January 31, 1969 
1. Employees are entitled to a lunch, provided by the City, when required to work overtime 
after the regular work schedule. This does not include work on Saturdays, Sundays, or holidays or days 
scheduled in advance. The remainder of the Directive has subsequently been altered. The changes and 
additions are included in later Directives which are attached. 
Donald J. O'Hara 
City Manager 
2. Administrative Directive #6-69 - May 28, 1969 
On January 31, 1969, Administrative Directive #14 set forth the Overtime Lunch Policy for City
 
Employees. Following is a further clarification of this Policy:
 
WORK OVER SHIFT: Lunch order shall be given to any employee who worked two (2) hours or 
more over regular shift. An additional lunch order will be given for every four (4) hours worked thereafter. 
CALL-IN: Lunch order shall be given to an employee called into work after two (2) hours of 
work and every four (4) hours thereafter until the starting of the employee's regular shift. No lunch order 
will be given during the regular shift, but if the employee works over the regular shift, then Work-Over Shift 
Policy shall apply. 
REPORTING BACK TO WORK: Lunch order shall be given to an employee instructed to report 
back in less than two (2) hours from the end of regular shift. (In addition, an employee shall be entitled to 
lunch order for every four (4) hours worked thereafter until starting time of regular shift). No lunch order 
will be given to an employee required to report back two (2) hours or more after quitting time of regular 
shift, but he shall receive a lunch order every four (4) hours worked thereafter until starting time of regular 
shift 
PRIOR NOTIFICATION: An employee notified during shift or previous day to work on scheduled 
day off shall not be entitled to a lunch order except if Work-Over shift Policy applies. 
Donald J. O'Hara 
City Manager 
3. Administrative Directive #1-71 - January 6, 1971 
TO: All Department Heads 
FROM: Mr. Morton H. Abramowitz, City Manager 
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Pursuant to the contracts between the City of Niagara Falls and the employees of the City, the 
City is obligated to pay employees for meals, under certain conditions, whenever such employees are 
required to work overtime. 
The payment for said meals has been established by directive of the City Manager under rules 
and regulations heretofore distributed to department heads. 
You are hereby advised that the regulations, insofar as they relate to overtime meal allowances, 
are changed so as to now provide that $2.50 shall be paid for each overtime meal allowance to which an 
employee is entitled. Said payment is to be included in his payroll check for the subsequent payroll period. 
Each department head is expected to insure that no abuses of the system occur. 
I shall instruct the City Comptroller to supply each employee with a statement, at the end of the 
year, of the amount received by each employee for meal allowances so that the employee can deduct the 
amount so received from his gross wages for income tax purposes. Although the meal allowance will be 
included in the total of the payroll check, it will not be considered as part of wages when figuring 
deductions or benefits. 
Kindly commence this procedure with the pay period beginning Sunday, January 10, 1971. I am 
directing the City Comptroller to not honor any meal tickets dated after that date. 
Please return all unused meal tickets to the City Comptroller's Office. 
Morton H. Abramowitz 
City Manager 
42
 
SCHEDULE "F" 
LEITER OF UNDERSTANDING 
BETWEEN 
THE CITY OF NIAGARA FALLS, NEW YORK 
AND 
UNITED STEELWORKERS OF AMERICA, LOCAL 9434-02 
*************************** 
This Letter of Understanding between the City and the Union is for a period beginning APRIL 12, 
1991 and applies to the Parks Department only. 
The parties have mutually agreed to the following terms and conditions: 
1) When deemed necessary by management, seasonal employees will be assigned to the 
classification of MW-2 and will be permitted to drive various city vehicles and shall be paid a base salary 
without benefits commensurate with MW-2's. 
2) Seasonal employees hired on or after the date of this Agreement shall be compensated at 
the rate of $5.85 an hour. 
A seasonal employee who is required to work the actual holiday or observed holiday shall 
receive his or her straight hourly rate ($5.85) as though it was a regUlar work day. The employee, if 
scheduled off on either the actual or observed holiday, shall not be eligible for holiday pay. 
A seasonal employee shall not be eligible for fringe benefits such as hospitalization, 
dental, vacation, personal day, etc. until they have attained six (6) months of continuous uninterrupted 
service. 
3) The Union will support the Niagara County Sheriffs Prisoner Work Program. Prisoners 
will be permitted to work in mutually acceptable areas only. 
4) Seasonal Parks employees who are currently receiving $7.20 per hour and benefits will 
continue these benefits and pay until such time they are separated from employment. 
./ . 
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SCHEDULE"G" 
LETTER OF UNDERSTANDING 
BETWEEN 
THE CITY OF NIAGARA FALLS, NEW YORK 
AND 
UNITED STEELWORKERS OF AMERICA, LOCAL 9434-02 
*************************** 
This Letter of Understanding between the City and the Union is for a period commencing MAY 17, 
1991 and applies to the Department of Public Works. The parties have mutually agreed to the following 
terms and conditions: 
1) The City will establish a Seasonal Labor II classification at the rate of $7.20 per hour, 
without benefits. Those employees assigned to this classifications are not eligible to receive fringe 
benefits such as hospitalization, dental, vacations, personal day, etc. until they have attained six (6) 
months of continuous, uninterrupted, services from the date of their appointment. 
a) If the employee had previously been entitled to benefits but was laid-off and is 
rehired after the date of this Agreement, he will fall under the terms listed in #1 and will no longer 
accrue benefits until he has again completed six (6) months of continuous, uninterrupted service 
from the dates of this rehire. He will, however, be paid for vacation he had accrued prior to this 
Agreement. 
b) Employees assigned to Seasonal Laborer II classification, without benefits, at 
their own election, may receive hospitalization insurance provided they pay 100% of the cost of 
that benefit. They are not entitled to any other benefits, whether voluntary or involuntary. 
Seasonal Laborer II employees who are required to work the actual holiday or observed holiday 
shall receive his or her straight time hourly rate ($7.20) as though it was a regular work day. If the 
employee is scheduled off on either the actual or observed holiday, he or she shall not receive 
holiday pay. 
2) The city will establish a Seasonal Laborer III classification at the rate of pay of $7.20 per 
hour with fringe benefits which would include hospitalization, holiday pay, personal day, vacation, sick 
time, etc. 
a) The employees who are in this classification have attained six (6) months of 
continuous service and their names appear on the attached sheet. However, in the event they are 
laid-off, or otherwise terminated from employment with the City of Niagara Falls for any reason, 
and rehired at a later date, they may fall into the category of Seasonal Laborer II and the terms 
and conditions for that category will be applicable. 
b) Seasonal Laborer Ill's who are required to work the actual holiday or the 
observed holiday shall receive the appropriate holiday pay and overtime rates pursuant to the 
Collective Bargaining Unit. 
3) In the case of both Seasonal Laborer II and Seasonal Laborer III where they are required 
to perform duties of a higher rate of classification, such as MW-I or MW-II, etc., they will be compensated 
for the rate in effect for those classifications and will revert to their Seasonal Laborer rate when not 
performing work in the higher rate classification. 
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4) Seasonal Laborer I ($5.85 p.h.) and Seasonal Laborer II ($7.20 p.h.) are considered 
established rates and will not be escalate with the general wage settlement pursuant to the Collective 
Bargaining Agreement. However, Seasonal Laborer III will be sUbject to negotiated increases. 
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MEMORANDUM OF AGREEMENT 
between 
THE CITY OF NIAGARA FALLS 
and 
UNITED STEELWORKERS OF AMERICA - LOCAL f5315 
WINTER TRANSFER OF PERSONNEL 
FROM 
BUILDINGS & GROUNDS, UTILITIES AND SANITATION TO STREETS 
Where is deemed necessary by supervision to transfer employees 
from Buildings & Grounds, Utilities and Sanitation to Streets for 
winter shift plowing, effective December 1st and ending April 1st of 
each year, dependent upon weather conditions. 
1)	 On or about November 1st, the Director of the 
Department of Operations & Technical Services and/or 
his designee, will ask for volunteers from the cur­
tailed division within Buildings & Grounds, Utilities 
and Sanitation for temporary transfer to winter snow 
removal operations. Qualified employees who request 
a temporary transfer for snow removal will be selected 
on a seniority basis, (i.e., most senior employees 
will be given first opportunity). 
2)	 In the event there are no employees(s) voluntarily 
requesting a transfer, and/or there is an insufficient 
number of qualified employees, then the Director of 
Operations & Technical Services will assign the least 
senior employee(s) from the division curtailed activity(ie 
from the following established Seniority List: 
a) MEOP-2 
b) Class 3 Driver License (MW-3. MW-2, etc.) 
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3.	 Employees who are temporar~ly transferred to Streets
 
during winter snow removal will be placed on the
 
Streets Overtime List by seniority.
 
4.	 Call-In/Call-Out separate lists will be established to 
ensure available manpower and equalization of overtime. 
a) Streets 
b) Sanitation 
c) Combination of both Buildings & Grounds and 
Utilities, know~ as a joint wheet list. Employees
 
who volunteer to be placed on this list must have
 
a Class 3 License. This list will be sub-divided
 
by classification:
 
(1)	 MEOP
 
(2) MW-3, MW-2, etc.
 
Call-In/Call-Out:
 
The MEOP list of employees will be given first
 
opportunity. This Call-In/Call-Out List will
 
be kept by Streets personnel and the plowing
 
overtime will be a separate overtime total list.
 
5.	 Employees tempo,arily assigned to winter snow removal 
or winter sanitation will retain their bidding right 
in the division they came from and will not have 
inherent bidding rights within Streets and/or Sanitation. 
6.	 During the period of the temporary transfer from the 
curtailed activity(ies) the employee(s) who has been 
transferred to another division or group will not have 
their curtailed position filled during this period. 
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ME~ORANDUM OF AGREEMENT 
between 
THE CITY OF NIAGARA FALLS 
and 
UNITED STEELWORKERS OF AMERICA 
LOCAL 15315 
TRANSFER OF PERSONNEL 
Where it is deemed necessary by supervision to transfer 
employees from one division to another division due to a temporary 
curtailment in work, the following procedure will apply: 
1. The Director of the Department of Operations & Technical 
Services and/or his designee, will ask for volunteers from the 
division where the curtailment has occurred for temporary transfer 
to another division. 
Qualified employees who request a temporary transfer will 
be selected on a seniority basis (most senior employee will be given 
first opportunity). 
2. In the event there are no employee(s) voluntarily request­
ing a transfer, and/or there is an insufficient number of qualified 
employees. then the Director of Operations & Technical Se~vices and/or 
his designee will assign the least senior qualified employee(s) from 
the division with the curtailed activity(ies) from the established 
seniority list. 
3. Overtime - Employee(s) who have been temporarily 
assigned from one division to another will be placed on the overtime 
list by seniority in the division they have been transferred to. 
4. Call-In/Call-Our List - will be established to ensure 
available manpower and equalization of overtime by classification. 
, 
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5. Employee(s) temporarily.as$ignedto another division 
will retain their bidding rights in the division they came from 
and will not have inherent bidding rights in the division they have 
been transferred to. 
6. During the period of the temporary transfer from the 
curtailed activity(ies) the employee(s) who has been transferred 
to another division or group will not have their curtailed position 
filled during this period. 
~~~'
O?~SARAO 
a~~~
ROY ~RECA <; 
President Local 15315 
~~.:- c? I~=t?< S 
LOUIS BATTINO 
Vice-President 
GE~Y~
 
Recording Secretary 
~~ \k t\,\.~__ 
DAVID JAROS ROY HARVEY \ 
Director of Department of Treasurer 
Operations & Technical Services 
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June	 20,1997 
MEMORANDUM OF AGREEMENT
 
-BETWEEN­
CITY OF NIAGARA FALLS, NEW YORK
 
-AND­
U.S.W.A. LOCAL 15315 
******************** 
The City of Niagara Falls, New York, Employer, and United 
Steelworkers of America, AFL-CIO, Local 15315, Union, have 
negotiated modifications to the existing Collective Bargaining 
Agreement which shall continue in full force and effect in allterms 
and conditions until December 31, 2000, except as modified by the 
following: 
1.	 Contract Term: Beginning January 1,1996 ending December
 
31,2000.
 
2.	 Salaries: 1/1/98 1 1/2 %; 1/1/99 3%; 1/1/2000 4%. 
A. $500.00 payment to all current bargaining unit employees for 
the closure of contract years 1996 and 1997 when bi-weekly direct 
deposit begins. This payment will be added to the 1997 base salary 
effective 1/1/98. 
,.,. 
3. Overtime: Sick -'rime hours shall not be used in the 
computation of ove~time. 
4.	 Vacation Cash Conversion 
* Employee (s) who request vacation cash conversion must do so 
during the month of August (beginning 1997 for 1998) of the 
preceding year. 
The maximum number of vacation weeks which may be converted into
 
cash is two (2) weeks provided the employee uses the same number of
 
vacation weeks for which the are requesting conversion.
 
Vacation Cash Conversion will be payable during the month of July.
 
If an employee converts vacation time into cash and does not take
 
the equal number of week (s) of f, they will not be able to
 
carryover those weeks into the next year.
 
5. Sick Leave Verification 
An employee covered by the terms of this Agreement who is entitled 
to sicl leave in accordance with the above sub-sections, shall be 
paid while absent from work due to personal illness/injury. If such 
illness continues beyond three (3) working days, the City may in 
it's discretion direct the employee to verify their illness/injury 
with a statement from the attending physician. 
An employee covered by the terms of this Agreement who is entitled 
to sick leave in accordance with the above sub-sections,shal1 be 
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entitled to be absent from work due to personal illness/injury with 
a statement from the attending physician. An employee off work due 
to illness/injury for 20 consecutive work days or more may be 
required to undergo an examination by a City designated physician 
1§l for determining the necessity for continuation of sick leave. 
Such examination will be limited to the particular ailment or 
injury for which the employee is claiming 
sick leave. In the event of a difference in opinion between the 
employee's physician (s) and the City's designated physician (s), 
the matter may be referred to a third physician mutually agreed to 
by both parties. The opinion of this independent physician shall be 
binding. 
6. Effective 1997, Holiday Pay Eligibility ­
* An employee who is absent from work the last scheduled work day 
before one of the numerated holidays (s) and/or the scheduled work 
after a holiday, will not be eligible for holiday pay unless the 
absence was due to a death of a member of the employee's immediate 
family as defined in the Bereavement Section, Vacation, Personal 
Day, Jury Duty Sections of the collective Bargaining Agreement. 
1. If the employee elects to work a scheduled holiday and fails to 
report for work he/she will not be paid holiday pay. 
2. Not excusable absences are sick days, worker's compensation or 
other time off which is not one of the enumerated exceptions listed 
above. 
The Department Head may consider extenuating circumstances and 
excuse an absence on one of the schedule work days. 
7. Effective 1997, Worker's Compensation ­
* An employee who is off work seven (7) calendar days or less due 
to a work related injury/illness, and has filed for Worker's 
Compensation, reported to Occupational Health and returns to work 
on or before the seventh (7th) day may utilize five (5) sick days. 
Their sick time will be paid retroactive. 
However, if the employee remains off work eight (8)~calendar days 
or more and is approved by Worker's Compensation they will receive 
Worker's Compensation Statutory pay for the first two (2) weeks. 
Beginning the third week the City will subsidize the statutory pay 
to the employees' full payroll for a period not to exceed eight (8) 
weeks. After eight (8) weeks the statutory rate will apply only. 
B. Effective 1997, Hospitalization Attached. 
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9. Effective the signing of this Agreement, Hospitalization 
*Retiree - reduce Age plus Years of Service to 70 or greater. 
10. Sick Time Buy Back - Effective the signing of this Agreement,
 
the current 20% buy back of sick time at termination of employment
 
will be changed to the following:
 
*In an effort to encourage and reduce the use of sick time the
 
following schedule will be utilized:
 
1 - 99 days 20% 
100 - 199 days 40% 
200 - Over days 60% 
11. Safety Shoes Allowance will be increased to $75 per year 
commencing 1/1/1998. 
12. Schedule A, Grievance Procedure Section 3 Basic Standards and 
Pr inciples - * The Union agrees to meet with Human Resources 
Department during the Contract term to discuss modification 
13. Special Committee - The Ci ty and the Union will form a 
Labor/Management Committee and meet on a regular basis. 
14. The City and the Union will meet to discuss a disciplinary 
program during the term of this Agreement. 
This Agreement is subject to the approval of the Mayor and the City 
Council and ratification by the Union. 
Date: 

SCHEDULE "H" 
June 23, 1997
 
CITY OF NIAGARA FALLS HEALTH CARE PLAN
 
EMPLOYEE INCENTIVE 
In an effort to reduce the cost of heal th care and share the 
savings with City employees the following program is being offered: 
Tne current Blue Cross/Blue Shield Traditional Plan will no longerbe offered. The current rate of $630.00 per month per family plan 
and $280.00 per month single pl,an will be used as the maximum 
premium base which the City will .pay at 100\. 
Employees will have the option of the following Health Plans: 
1. City Sponsored Traditional Plan 
2. City Sponsored PPO (HMO) without referral requirement. 
3. Choice Care Plan 
4. Independent Health Gold 
5. Community Blue Option 1 
6. Blue Cross Blue Shield Traditional Alternative Plan. 
A. Employees who elect either the City Sponsored Traditional Plan, 
City Sponsored PPO (HMO) Plan or Choice Care Plan will receive an 
incentive in the amount of One Thousand Dollars ($ 1000.00) 
payable in a lump sum December 15th of each year. This incentive 
will be pro - rated for 1997 only.This incentive will be re­
occurring annually through the duration of the Agreement provided 
the employee remains a member in one of these health care plans. 
Employees who select Blue Cross Blue Shield Traditional are NOT 
eligible for the incentive. 
B. For Employees who select Independent Health Gold (Encompass A) 
Plan or Community Blue option I, the incentive for this selection 
will be $750 per year pro~rated in 1997 only. 
1. The premium base for these plans have been set at $370 per month 
Family Plan and $130 per month Individual Plan. For each increase 
in premium of $25 above the base, the incentive of $750 will be 
reduced in $25 increments. 
C. Buy-Out- Employees who have coverage through their spouse and 
cancel health care coverage with the City will be eligible for a 
One Thousand Five Hundred Dollars ($1500) ince~tive payable 
December 15th of each year. For the Year 1997 the incentive will be 
Pro-Rated. 
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1. This provision does not apply to spouses who are both employed 
by the City. 
2. In the event an employee requests a return to one of the City 
Health Care Plans during the calendar year, the full month(s) in 
which the employee was not participating will be charged against 
the incentive payable December 15th for that year. There will be no 
compounding of the Health Care Incentive and the Buy - Out 
Incentive. 
3. The window period for health care option selection will be 
during the month of 'August for the following year. 
n. New Employees - will not be eligible for the Traditional 
Alternative Blue Cross/Blue Shield Plan. 
1. New Employees are defined as individuals who are hired after the 
signing date of this Agreement. Excluded in this definition are all 
former employees who are either on lay-off status and recalled from 
lay-off or civil service preferred list, provided, they have not 
exercised their right of refusal or the recall/preferred list has 
not expired, they Quit or terminated their employment regardless of 
the reason. 
New Employees - May elect to participate in one of the available 
Ci ty' s Sponsored Health Care options, however, the following 
schedule will apply: 
1. The first six (6) months of employment the employee will be 
responsible for 100 , of the premium cost per month. 
2. Commencing on the seventh (7th) month of employment, the 
employee and the City will share the premium cost at the rate of 
80' by the City and 20' by the employee. This rate will remain in 
effect for the remainder of the employee's employment with the 
City. 
a. The premium cost will be deducted bi-weekly through payroll 
deductions commencing with the first pay. 
3. New Employees as defined above shall not be eligible to receive 
the incentive. 
E. This incentive program will terminate at the expiration date of 
this Agreement. 
,:' .' 
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